. : SR DOCUMENT RESUME

ED 117 380 ' " CE 006 012

BT ¥ ORI S P S ST T VW Y, PUP PV O ¥ S

;3J{WTITLE- ' Collective Bargaining for Public Managers (State and
C local): Case Materials., * :
JINSTITUTION Civil Service Commission, Washington, D.C. Labor:

. ) Relations Training Center. : )
PUE: DATE 75 - . L -

12 - WP ey TOl e ISt LG O, S A e . RS s
‘ _ Materials, see-CE 004 550 and CE 006 013 *
AVAILABLE FROM Superintendent of Documénts, U.S. Govaernmaent Printing I

! . / - 0f fice, Washington, D.C. 20402 (Stock W¥o.
' n06<=000-00844-5, $8.75 per 3-part set--sold in séts
3 only) ’
EDRS PRICE M?-$0.83 AC-~$7.35 Plus Postage, .~ ‘
) DESCRIPTORS City Officials; *Collective Bargaining; *Industrial i

Relations: *Instructional Materials; Labor Unions; -
*Management Pducation; Public Officials; State

\ Officials; *Study Guides; Supplementary Textbooks;

' gnit Plan % .

- +

ABSTRACT <, : :
‘ The book contains exercises for the participants in a
collective bargaining course designed to assist public sector
managers in attaining a stable and productive labor relations
§ environment. Zach exercise has been keyed tosan appropriate point in
the instructor's manual., 2 number has been assigned to each exercise;
the exercise is designated as "CH" to denote "Case Material", a roman
nimeral wvhich corresponds to the unit in which it is used, and an ;
ardbic numeral which places it in sequence with the rest of the /
materials in +the unit. Types of materialw include quizzes, completion
charts, discussion gquestion, and background information on labor
situations to be used with the course negotiations simulation and
. other exercises. The units are: ~The Collective Bargaining Prqgess: An
Overview (1 item); Why and How Workers Join’ Unions (5 itenms);
Petition, Election, and Recogrition Stages (5 items); The Negotiation .
Process (11 i*ems); Negotiations {Simulation) (3 items); Contract &
‘- Administration (17 items); and an En-Basket Exercise. It is o
“ recommended that each course participant have a copy of the book.
{(Author/HMS) A

]

v

s

-

. /s '.l - o>
ko o ok sk sk ook ok ok 3 o ok o ook o ok o o ke o Sl ek ok ook o ok 3k e e ok 3k ok ok o ke 3ok ok ok ok e o o ok o o ook ok ok o o ok ke ok e o ok

3 Documents acquired by ERIC include many inﬁormal unpublished *
. materials not available from other sources. ERIC makes every effort *
to obtain, the best copy available. Nevertheless, items o6f marginal *
reproducibility are often encountered and this affects the quality *
of the microfiche and hardcopy reproductions ERIC makes available *
via the ERIC Document Reproduction Servige' (EDRS). EDRS is not *
responsible for the guality of. the original document. Reproductions *
*

*

supplied by EDRS are the best that can be'made frem the original.
sk sk Sk ok ok A Ao o ok ok o ok o ok oo o ok ok o ok Ak AR oK KR Kok o AR ok o K ok ok K

i




-

CRO0O06.

012 :

™~

/
-

.

P

Cdlecive Bargaining

EN

PUbic Monagers

Stole-ond Llocal).

<

.
- A ’
- . oy
S , 41 R ,0
- “ '
US DEPARTMENT OF HEALTH
3

EOUCATION & WELFARE
NATIONAL INSTITUTE OF
EDUCATION !

. THIS DOCUMENT HAS BEEN REPRO-

DUCED EXACTLY AS RECEIVED FROM
THE PERSON OR ORGANIZATION ORIGIN=
ATINGAT POINTS OF VIEW OR OPINIONS
STATED DO NOT NECE3SARILY REPRE-

SENT OFFICIAL NATIONAL INSTITUTE OF
EDUCATION POSITION OR POLICY
v .

it

e

oy

Y




& [ -
¢ -
L M
'3 : Co " CASE MATERIALS ,
A TABLE OF CONTENTS
-\ - ) . L _ cM™
Where Does Your State or Local Government Fit? 11
e . ——— e o ae e .-
%= -—What Do Workers Want Most F:om.ThetrJobs? - - - 1T
— ——QFQBNZWWMWO _ - 11-2
Enough Is Enough ' ’ 11-3
. . Where Can the Union Organize? - 114
e A Marginal Employee . 115
Proposition #] ‘ ’ i ' 111-1
Unit Determination Exércise * 111-2
Proposition #2 \ : . 111-3
1 Election - g : - 1114
R~ © Propdsition #3 - i L : 111-5
{ . .
j.‘ Selecting the quagement Negotlatmg Team ’ ' ) 1V-1
’ Authority to Negotiate . 1v-2
Wios Collection of Bargaining Data * Iv-3
/,‘{ _' Anticipating Union Demands. . ' . V-4
* . ' Ground Rules for Negotiations - ‘ . V5
3 Refusal to Select a Date . . oL . } - IV-6
. Repudiation of Prior Concessions } 1v-7
A Unilateral Management Action . . ) ' - 1v-8
g:,“ Dealing Directly with Employees ) . V-9
"' Strike Prevention ’ v-10”’
i Strike Contingency Plans . ‘ » - IV-11
T, ) ¢ .
.7 %7 APublic Employment Cpllectiv_e Bargaining Contract Negotiation Simulation: ) .
: " Midstate Department of Public Welfare (DPW) , ’ T v
A Public Employment Collective Barganmng Contract Negotiation Simulation. City of Alliance V-2
) Planning Form p: - V-3
) Supervssor,Steward Relatlonshlps in Contract Administgation * K s : Vi1
: Mulu-District Contract batween State Revenue Serice and Government Employees Umon VI-2
. Who Should Go? : . . : Vi3
J They’re Doing the Job o N R . ot . V4
Preparing Her for the Job .- T . N &
. . ABalance of Sick Leave T PR oL . VI-6
\ A Possible Re-Assignment  ’* . o . . VI
I A Prospect From Another Department - ., ) . h , VI8
- The-Forgotten Promotion AN ; . V19
o Apparent Breakdown of a Good Relationship . Ce ' . VI-10
. Mandgement Responsibility v. Equallty : . ' : ’ . "y
: : Allocation of Overtime : <O . ’ . ~ V112
A Case of Insubordlnatnon The Role of the Employee L0 B ... VI3
. The Role of the Supervisar ' ' .. . p vI-14,,
. ’ . The Role of the Withsss -5 : o Y %1
e The Role of the Unlon Steward . ‘ VI-16
. . The Role of the Department Mariager ' . ¢ . VL7
in-Basket Exercise : . . : .- - . . : VII-1
o, . T emmnwRSne o e s, .
E l C Stock Number 006-000-00844-5‘ .o
. . o

B . .
b . 4. ¢ ‘ [
- : . - moe




CATEGORIES OF
PUBLIC SECTOR
COLLECTIVE BARGAINING

“ »

Where Does Your State or Local Government Fit?.
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STATE andfor LOCAL GOVERNMENTAL UNITS
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Collective Bargaining
Prohibited
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NoO Law

No Law ——
_ Attorneys General
or Court Decisions
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Meet and Confer Law

Collective Bargaining
Law —— No Strike

Collective bargaining
Law —~No Strike
Allows Union Security
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Quiz

WHAT DO WORK"EQS WANT MOST FROM THEIR JOBS?”

)

’
s
-

£

ro

1

. Let us try to put ourselves in a worker’s shoes and figure out-which- things he wants most from-hisjob.

Of the following 10 ttems (all of which are important to him,) list in the column “My Rating”._the items in
order of importance. Place a “1” after the item you think workers want most, a “2” after the next most

important item, and so forth.

-

L5

r .
Remember, it’s not what you want but what you think the worker wants.

My This
& Rating *w *F Group
1. Help on personal problems
s
2. Interesting work
- .
" 3. High wages \
4. Job security \ :
5. Personal loyalty of fo'rer‘n\m
. 6 Tactful discipline \
/ e ) &; ! ~
7. Full appreciatior}or work done \\
. o "
8. Feeling of b%ging \
9. Good v%ing conditions )
g \
~10. -Prorfotion in the company . .
S 7 . .
7 :
had — Workers , -
F - Foremen/supervisors !
;
(iginally developed by: The University of Wisconsin, University Extension,» )
Department of Business and Management.
N
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ORGANIZING SITUATION: PROPOSED MANAGEMENT RESPONSE .o o
. ) ‘ _ d - ' ) o
oo Local 707 of the State Employees Union has been activelv organizing thé employees of your agency ~Your — =~ =5
’ ~agency is subject to'the provisions of the stat€ collective bargamingaw: —= ~--=r— =" t=Tm =T e e _f-:’“—

’

Local 707 has several professional organizers who have contacted emplgyees at their hqmes and on the job

They have called several mectings of employees by hand-billing employees on the sidewalk before they report to
work, and by leaving notices on employee cars during the day. The organizers have formed an employees orgamzing |
commuttee, which 1s distributing literature to fellow employees and talking up the union during and after work hours, -
The organizers are asking employees to sign authorization cards in favor of Local 707. Reports from supervisors, who )
have seen this activity, are that the campaign is going well for the union. s
. [
The union’s campaign has been geared to what it has been able to do for employees in other states Some of  + .7 2

“ the union’s claims of accomplishments in leaflets are exaggerated and not based on fact. oo 2

R} -
)

_In the face of these activities, the management officials of your agency havc?;nade tentative decisions on a
course of action. They have submitted their proposals to you for comment. ‘ .

¥

. Issue the following statement: In response to the many inquiries from our employees regarding thcl: n’ghts,_‘ '
~ we quote the state law regarding the nghts of each employee of the executive branch of the State Government freely™ |,
: . and without fear of penalty or reprisal, to form, join, and assist a labor organization, or to REFRAIN from any such . |
activity, and each employee shall be protetted in the exercise of this right.”

» ‘ 7 2. Issue astatement prohibitng the use of official dufy time for the solicitation of membership

4 . .
3. -Prohibit individuals who are not agency employees from using agency facilities, such as bulletin boards, mail

systen}. - - .
.4 Immedxgtely convene the Employee Advisory Board, nominees to which are submitted by division chiefs, to
review and make recommendations regarding proposed changes to the Merit-Promotion Plan.

5. In response to questions from some employees who are opposed to the union, management has tentatively '
decided to permit them to campaign against the uhion and will allow them to use space on several bulletin boards.
6. Management officials propose a.complete ban on the display of insignia. Management will not allow
employees to wear badges, buttens, nor to display stickers on the outside of brief cases. ‘
-/ .

l 7. Your key officials have decided to continue soliciting eniployge views in the formulation and change of
personnel policies and practices which affect them. Such solicitation will be conducted through employee mectings
and by samplifig of employee views. -, .
»” o
8. In order to insure efficient operation of the agency, management will instruct its supervisors to firmly
“ discourage any discussions of the organizing ¢campaign.
9. Reactiné strongly to such handbills as: A
“MORE PAY AND A HOLIDAY”, “THIS AGENCY PRACTICES SELF-SERVICE NOT. RUBLIC SERVICF,”

management proposes to hoid a group meeting of all employees to rebut these statemg¢ns.

o ' . S
: ’ . 6 / cM 112
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ORGANJZING SITUATION: ENOUGH IS ENOUGH :
o e 2 . .
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X John Smuth 15 a very hot-tg:mpered supervisor and expects unflinching obedience from his subordinates By
the sime tokenghe expects the sé:xpe behavior from hirpself jn hisﬂrela&ions!xip with top management. Therefore,
whgn the order came down to be neutral during the recent uniorf organization drive, Smith bent over backwards to
hude his.olvn pereonal feelings about these “qutsiders™. =~ - ! g

3As the campaign wore on, however, Smitk}found it harder and harder to remair neutral. All this organizing
was cutting 1nto his efﬁcxencyém which Srffith takes'great pride. Fintally, Smith eould take no more- five of his
people had begn afpuing for a solid fifteen minutes over the relative merits of the union, neglecting their work and
disturbing o ers..Smith exploded. He threatened to suspend anyone who ignored his work by organizing for the
un}on'.' He did not fnentign equivalent punishment for those who ignored their work by organizing against the union.
Upon h¥aring of this, management immediately re-stated its official bosition of neutrality and officially
cedisured Srmth. The umon ﬁlegj an unfair labor practice alleging that Smith’s “inflammatory”’ language had done
pgrmadqnt damage to the exercise of the employees’ right to join or pot to join a'union.
; N i
WHat are your opinions of the outcome of this ULP?

Is manaéemen't responsible for.expressly prohibited sfatements by its s ervisors? Even after disavowing
responsibility? . ) ‘ ’

S~
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ORGANIZING SITUATION:; WHERE CAN THE UNION ORGANIZE?.
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as “authorized lunch locations.” These réstrictions apply equally to all three conténding unions.

¢

Unions A, B, and C are seeking exclusive representatign for a uniit of employees in the Urban Developnient

Agency, and they are in the midst of the pre-lection campaign. A non-#mployee representativp of Union A wants
to electioneer in working areas where some gmployees eat their lunches. The chief Administrato? of the Agency has t
imposed restrictions on electioneering by refusing to consider the working areas where employees eat their ll:ncheé' .

Union A files an objection with the Regional Administrator alleging that the agency has violated the'Unfair <~
Labor Practices provisions of the collective bargaining law. . .
1. Is this an’ unfair labor practice?

2. What arguments would each side make?

-

.7 .




‘ “ . LABOR RELATIONS TRAINING CENTER

Quiz )

ORGANIZIN@SITUATION: A MARGINAL EMPLOYEE

- . }J -

Robert Jones, a mail room employee, is a trouble-maker accofding to his supervisor, Thelma Ryan A day
seldom passes in which Jones isn’t avoiding his assignments. ‘At.best his performance is marginal.

Feeling that his supervisor 1s always giving hum a raw deal and that he is woefully underpaid, Jones joins the
.o highly militant National Clencal Alliance union in order to strike back at management. He sets out to organize his
unit single-handedly with a great deal of fervor.
1
Ryan discovers Jones mnterrupting the work of some of the mail handlers by haranguing them about joining
NCA. She liad previously seen hum pissing out NCA literature during work time. Controlling her temper, she
unmedately reports to you, the bureau chef, demanding that she be allowed to fire Jones. If it were for any

other infraction, you would be justeas glad to throw Jones out as Thelma Ryan would be, but you are concetned
about how to handle a union representative. '

=
t )

i M What will you do? and why?

CMII-5
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DISCUSSION PROPOSITION :
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The composmon n and size of the bargaining unit 1s a matter whuh mostly concerns the union seeking | rccogmtmr
For management, 1t réally doesn’t matter how the unit 1s constituted, as long as such categones as supervisors,
managers and guards are excluded from the unit,

CM 111-1
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UNIT DETERMINATION EXERCISE

v

-

The ABC Agancy

L . B ¢

!

— - —- -~ Backgroopd-————~ -~~~ — - - -~ : : \

« %

You are the State Director of the ABC Agency (see chart). This agengy has approximateiy 60 employees in four
locations within the state. The mission of the organization is to provide advice and assistance to county and
local governments regarding State welfare assiance programs. . -

At the state/level, there are two State Field Supervisors, each having line supervision over half the subordinate
staff. Also at the state level 1s an administrative staff with personnel, financial, and housekeeping responsibilities
- for the entire state organization, and program staff specialists. ,

Field Offices are located at Smithwille, Stérhng,gzlem, and Columbia. Field Qffice Supervisors are at the same
pay level. Journeyman specialists are one grade lower, and are assigned a specific group of cities and counties.
Their post-of-duty 1s 1n the Field Office city. Substantial travel is required. The nomal pattern is to hire recent
college graduates. New employees are trained for ong year at the State Office level and then assigned to a Field
Office as needs anise. After field assignment, an employee may be promoted 3 times on th reaches’
the Journeyman Specialist level. Promotion opportunities for journeymen are generally to Field Office Super
visor positions or to staff specialist positions af'the State Office Level.

Field Office Supervisors keep things moving in the field. They iron out any differences between the journeyman
worker and the chients. They have authority to make temporary adjustments mn city and county assignments, but
not permanent changes. They evaluate performance and initiate disciplinary or adverse actions throygh informal
discussions with the State Field Supervisor, who initiates any formal action required.

State Field Supervisors visit the Field Offices on the average of four times a year. They arrange for changes in
office space, revisions of the work-week, changes in work policies and procedures, etc., through the technical
or administrative stalf in the State Office. ‘All personnel management and travel policies are fetained at the

State level. o .
. ¢ .

The pattern desgifibed is similar for each Field Office.

N . . -
. . -

¥
Union Request

The Federation of Assistance Workers (FAW) has petitioned for exclusive recognition for non-supervisory emplyees
at Columbia. In the petition, they point out that the employees have a definite community of interest in that they
(1) work out.of the same office, (2) work under common supervision, (3) have similar working conditions and jnb
assignments, and (4) reside in the same community. -

-4
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Items to Consider
’ ) 1. Is' the Columbia Field!Ofﬁce an alppropriahte bargaining unit?
~ . ,
. - - 2. Is‘ihe Columbia Field Office-the most appropriate bargaining unit? -~ —~.
r - —— ==
i
. *
A4
. 3. What arguments can be developed for the unit? .
’ 4. What arguments can be developed against the unit?
! . )
. ' qr. -
5. What would you, as management, do after receiving the unit petition?
. Ed . ’ :
¢ ' 1.
6. Discuss applicable portions oi\your state/localfstaiuté in terms of this case. i )
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LABbR RELATIONS TRAINING CENTER 4

DISCUSSION PROPOSITION. . S

PROPOSIION # 2

Once the date has been set for the representation election, management should conduct a concerted “‘get-out-
sthe-vote™. campaign through use of massive publicity and should make special arrangements for all eligible

=
J employees to vote. .
- d
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o
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" ELECTION

John Smith, supervisor of the Audit Sect;op, was very interested 1n the upcoming election to determine whether
the Amalgated Auditors would be the exclusive representative for employees in his activity. He believed strongly
in the democratic process and felt that all employees should have the opportunity to indicate whether or not

_ they wanted the AU to be their exclusive representative. ;

On the day before the election he called 3 meeting of the employees in hus section and urged them to vote. He
said he felt so stxongly about_this that he would personally escoxt everyone to the polls and make sure they
voted. A

3

Sam Blaird, one of Smith’s subordinates and an AU offi cial, vorced some objections to Smuth’s escorting everyone
to the polls. Smith responded by saying,.‘Sam, if you worked half as hard on the jOb as you do for the union, you
would be twogrades hxgher now.’}

The next day, Smith made certain that everyone voted and in two instances personaﬁy escorted employees to the
polling booth.

1. Do yOu think John Smith acted propesly (1) on the day before eléction and (2) on election day?

: . 2. Would you havc acted d:fferently" In what way?

-
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It is inappropriate for a union to represent all the employees 1n the bargaming unit, especially those who.
(1) did not vote, (2) voted against the union and (3) are not unipn members.
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; /{ - " ' . . SELECTING THE MANAGEMENT NEéOTIATING 'TEAM«
~ . . The National Association of Govemment Employees has just been cemﬁed the exclusive representative for the
employees in your agency. As the Director of your agency you hge the responsibility for selecting a negotiating
team to represent mqnagemem at the forthcomng negotiations. You have to decide on whom the chief spokesman
, . w111 be and what other management mprcsentatwes will be on the negotlatmg team. T '
. ’ ! )
’ _ ~ e 4 . g . . ,
. L. What qualifications should.the chief spokesman-have? g ' .
- - . ‘ k
2. 'What gth;r:’néinbeg of ggency,jmanageme_fxt should be on tljc negotiating team? ‘
. . o o " S R C
- X _Hé"v; many members stiguld be on the team? ‘ ‘ o .
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CiVIL SERVICE COMMISSION .

»

' LAB‘ORTREL'ATRONS TRAINING CENTER

* AUTHORITY TO NEGOTIATE _

The Agency Head has just designated you chuef spokesman for the m,anaggmént negotiating team. You have been

told that the Agency Head has all the confidence in the world in your abilities and that you will be speaking on

behalf of management in negotiating with the union. You have just returned to your office and are trymng to figure |
out the best way to approach your new responsibilities. Suddenly, it dawns on you that you are not sure exactly

what authority you have.

1. What do you need in the way of authority?

»

2. 'THOW do you obtain this authority? —_—

3. What system of communication do you need with top management?

‘ " : »
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- LABOR RELATIONS TRAINING CENTER

COLLECTION OF BARGAINING DATA

As the Jhief spokesman for the management negotiating team you have come to realize that prepanng for negutiations
15 o easy task. It requires a lot of time and work. In order to prepare for negotiations i a systematic way you have
decided to jot duwn thouse sourves from which you might gather the information and data you will need at the
bargaining table. :

1. What kinds of information will you need to properly prepare for negotiations?

2. Where will you get this information?

- 18 ' - CM V3
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LABOR RELATIONS TRAINING CENTER

ANTICIPATING UNION DEMANDS
You are a member of the management negotiating team and have been given the responsibility to look mnto your
“crystal ball” and to come up with some ideas on what demands the union will make at the bargaining table. This

is a good idea because by anticipating the union’s demands the management negotiators will have ample time to
research and prepare their responsés to these demands.

Where might you go to get the information necessary to anticipate the union’s bargaining demands?
!

bR}

e
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LABOR RELATIONS TRAINING CENTER

-

GROUND RULES FOR NEGOTIATIONS ‘ -

Dunng the first meeting you attended as a member of the management negotiating team someone raised the issue
of ground rules.

1. What are ground rules?

. Q - %‘
2. What kinds-of things would ground rules enc/émpass? i

’ ~

-

3. Why are gro;md rules necessary?

’ .
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. REFUSAL TO SELECT A DATE

Management refused to select a date upon which to negotiate because of illness not only of a member of the team
but also because of illness of a subordinate of another negotiator.

1, Is refusal to select a date an example of bad faith? .

2. Is illness of a team member sufficient justification for not selecting a date?

I'd
3. What about the subordinate of a team member?

4. What if the union refused to select a date? “» i’-a%» .
- ¥, . ,
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REPUDIATION OF PRIOR CONCESSIONS

After several bargaining conferences with the union had taken place, management replaced a negotiator with an
attorney. The attorney insisted that points previously agreed upon were invalid-a new set of proposals were
submitted, which wiped out concessions made By management to the union.

o~

1. Did this action constitute bad faith?

3. Is there is a difference between withdrawal of all concessions and the withdrawal or modification of specific
concessions? ’ _ -

¥
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- . UNILATERAL MANAGEMENT ACTION

A union holds exclusive bargaining rights but has not yet negotiated an agreement. Without consulting the union,
management unilaterally issues a directive to all employees designating the prime vacation period, an issue about
which many bargaining unit members have indicated concern. 5

-~
w

\
» 1. Is this an example of an Unfair Labor Practice? %

o
o

~

2. If so, why? . - .
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DEALING DIRECTLY WITH EMPLOYEES

An activity manager feels that several demands made by the union negotiators do not actually reflect the desires of a
majority of the employees in the bargaining unit. In the midst of negotiations, he sent out an employee questionnaire
to see what they want. - ’ -t 5

A

1. Was this management action an unfair labor practice?

%
‘; %t implications does having an exclusive employee representative have for direct dealings with employees in
¥ the bargaining unit?

o ’ & )
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. STRIKE PREVENTION

You are the newl)} appointed labor relations managei‘ for a large public sector activity. The activity employs 6,000
- persons at two locations within 20 miles of each other. >

RS

The agency was established 40 years ago. Since its establishment it has conducted its personnel management acti-
vities under a merit system, though a few of its top positions are filled by political appointment. Yours is a new
position, created for the first time. You are answerable directly to the head of ¢he activity and are responsible for
the supervision of all labor-management relations activities. <

L}
There 15 a separate Department of Personnel headed by a Personnel Director, who is responsible for recruitment and
selection of new employees, maintenance of all personnel records and general administration of the merit program.

Over the last several years, 60 percent of the employees, includirfg a number of the first line supervisors, have joined
aunion. Three years ago the union won exclusive recognition for al} employees except managers, supervisors,
professionals and those employees engaged in personnel - labor relations work in other than a clerical capacity. The
Personnel Director was the chief negotiator for management. The first contract took quite some time to negotiate

and was for'a term of two years. It has one year to run before it comes up for negotiation again. Though. the super-
visiors are not in the bargaining unit and cannat be represented by the union, it is clear that the sympathy of most -
is with the workers and the union. '

{

.

. Recently it has become apparent that employees are dissagisfied. For one thing, attendance is down. Also, the’
number of grievances filed-by employees in the Yast 7mo ths has increased tenfold. Many remain unresolved. The /
ievance procedure in the contract is not being follow and grievants are by®passing first and second line SUpErvisors, ’
directly to toi; management or the Personnel Difector to seek resolution. Some managers have complained
- thatjunion stewards are spliciting grievances rather than helping to resolve them. There are some-vague rumors-that
: . havglcome to you about employees refusing to work overtime when asked. There is no evidence, though,of any
cohcerted action, only proven isolated cases and rumors of the broader action. '

Twb months ago there was what appeared to be a slowdown by employees in the print shop. At least, work-got,«

backed up so badly that it had to be contracted out to private printers so that publication deadlines could be met,
- Local union officers have been overheard talking various types of job actions. These stories have'gotten back to top

management and it 1s concemed and exercised about the situation. The contract contains a no-strike pledge and the

law prohibits strikes.
. ' N - N . ‘

The Executive Director has directed you to look into these matters and develop a’plan that will prevent strikes. T,
J ’ . 4
What is such a plan?
- '.y v ’ -
. What does such a plan include? .
{

- . -

*. How do you go abputjlevelopingv the plan?
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. ) -/
26 - e

(€] ' ’ 1 '

Aruitoxt provided by Eic: .
- - v «




A %

CIVIL SERVICE COMMISSION

N , LABOR RELATIONS TRAINING CENTER

”

’ .

L " . STRIKE CONTINGENCY PLANS
- - . . ’ ] -

You are the principal personnel -labor relations officer for a mediumsized state agency. The agency’s primary
mussion 1s the admunistration of a family assistance program designed to provide a base income for all state families °
The agency has offices and payment centers all across the state to serve its clients. The offices are staffed primarily
by professional soctal workers and other welfare workers who conduct client interviews and investigate applications
The g%ters process approved applications and make regular payments by mail fo clients.
The employees at most & the Centers are represénted by unions. Most of the Centers have collective bargaining
agreements. In three of the Centers, there have been limited strikes in the past year. This is not an unusual circum- |
stance as other state agencies have had similar experiences. These job actions were stopped and the employees dis-
ciplined. . . .

s

There has been just enough of this type of activity though to cause concemn. Orders have recently l;t;en issued that

every agency is required to develop a strike contingency plan so that the agency mission can be accomplished and

.that operations will be continuous where critical services are provided to thespublic. Your agency head has deter- =
muned that services to its clients are critical to.a large portion of the public; and therefore it is essential that basic
payments are madé. . ) ” )

You are directed to develop a basic strike contingcncy'plan for the agency and guidelines for use by each of the
agency’s installations. ’ ’
1.  Outline the strategy for the development of a strike (job action) contingency plan
a. Overall agency ' '
b. An agency office
c. An agency paymerit center .
2. Develop an outline for a strike contingency plan for:*
" a. Overall agency
b. An agency office . ,
c. An agency payment center
v ' o ..
3 4 - » -
/ . ol
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., thesimulation and the parties will meet jmmediately following to begin negotiations in earnest.

U.S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

INTRODUCTION AND PROCEDURE

»

You are a member of a bargaming team representing the.union or Midstate public managemeht, and you ‘\i'ill be so
designated. .

The teams of which you will be members are of equal size and stature within their organizations. Although all but
one member of the union negotiating team are employees on leaves of absence for union business, the normal employer-
employee relationship does not apply at the bargaining table. It would be a serious$ error on management’s part to
attempt to downgrade any union negotiator to employee status during the negotiations. ‘

'Each bargamning team has a chief negotiator, selected in advance of the negotiations, although all members parti‘cipate .
1n the discussions and 1n the planning. The individual members of the teams are desciibed in the materials provided for
this simulation. These materials consist of the following items: - .

1 — Ageneral public sectof Midstate scenario, ineluding 2 summary of the relevant sections of the state Public

Employee Relations Act. - .

2 — An-outline of the bargaining issues as put forward by the union and by management.

3 — The union’s contract proposals. - : .

e
4 — Management’s contract proposals.
5 — A profile of the union; its tteam members and issue orientation.
6 «— A profile of managerhent, its team members and issue orientation. : :

7 — A data bank containing-statiStical materfal relevant to the negotiations. - .

Because of Limited time, negotiations will cover only five issues. These are (not necessarily in order of importance to
each team). salaries and salary, progression schedules, productivity, vacations ang the manner of their ection; number
of steps in the grievance procedure; number and time of union stewards to represent bargaining unit employees.

Negotiations are breceded by a briefmg to acquaint participants with the natuge and purpbsc of the simulation and the
“rea] life” backdrop agamnst which it takes place. Participants may question the instructor regarding roles, the nature of
the simulation and its objectives. While the instructor will answer most questions, substantive replies will not be provided
where the problem raised is best resolved through the negotiations. Where this is the case, the instructor will so state

Each team will caucus Ecparately in different rooms immediately folﬂ:wing the briefing session to prepare for .
negotiationsfa.nd to plan broad strategy. This will involve a careful reading of the materials and data provided and a
discussion of its implications. Following this, each side will prepare its position, including its opening move

- . . .As each.side goes into caucus, it will be given a ;ilanning form by the instructor. Each team is to fill out the form as

it plans positions and strategy. As each team-emerges from its cducus, it will return its filled out planning form to the
instructor.who will meet separately with each team to review the contents. This will complete the planning portion of

whe

-The negotiators will meet at the desjgsfated time, and negoﬁafiom will continue_throughout the day. Since these are
a first set of negotiations, it is expectgd that both sides will take time out as necessary to recess or caucus. The instruc-
tor will stress, during the briefing, thidt disagreements among members of each bargaining team are best resolved privately,
since open disagreement, unless plafified as strategy, may represent weakness that tHe other side will seek to exploit.
Caucuses may be called to review objectives, to assess progress and problents, to alter tactics and to réview and modify
basic strategy. To this end, each team will retrieve from the instructor its original planning form for guidance.

P . - " ’ . CM V-ia
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Modifications to mmal platning however must be 'made upon a supplemental planrung form which will be auached to
R the origirial form. . ¢ . E

> N

The negotiations will open with a statement from the union’s chief negotiator wha will mntroduce hum or herself and

the individual members of the team. The union will state that it sceks peaceful and swift settlement and that it hopes
U negotxagons ¢an proceed harmomously Management mll respond in kind, first mtruducmg the members of its team.
Both sides, however, ar¢ well aware that opemng stafements are pro-forma and that serious and nfense talks Le ahead
Both sides are also aware that the state’s public employee relations law is under test, and neither wants an exploston at”
this time Both also are thoroughly aware of the pressures upon them from the press. the legislature, the buginess com-
munity, taxpayers and dues-payers. Neither side wants negotiations to reach an impasse, but neither will readnly yield
ground when its basic position is threatened. The pressures upon both sides, however make comproguse possgble

N

.

-
Introductions and pro-forma statements should be short and to the point. The union mH follow with an outhne uf

its demands and its rationale. Since this simulation is limited to five such demands, the presentauon clearly cannot .’ ,'

"cover the entire scope of the contract . , . s

.
d 1Y

. o

Management will listen while the union outlines its demands. It may then respond or ask quesuons, or 11 may ehuost

.

to caucus before responding. . . -t '

Negotiators may meet as full committees or break down into subcommittees from both sxdes to deal wnh speaﬁg
issues. Agreements reached in subcommittee, however, are not final until approved by the full teams and inttialled by
both sides. Either side may call for subcommittees in an effort to isolate a weaker member of esther team, but it takes
two sides to agree to such a procedure. No matter what procedures are employed, the objective always is tb narTow
differences and explore settlement possibilities. - . i

L. { . , ,

The instructor may introduce relevant data or inject his.or her views, provided they are consistent with available”

information and can be supported from the Data File Undar the Public:Bmployee Relations Act, mediation 1s provided.

in an effort to get nethnatnons moving again.

. / -~
. Y

If it is not possible to reach agreement it may be decided to go to fact-finding, as provided by law. Since fact-finding
is accompanied by recommendations for settlement, this is tantamount to advisory arbitration. Thus is a setsous step
which botH sides will want to avoid, not only because it 1s time consuming, but because the recommendanons for settle-
ment could unleash pressures thai ah but take the issues out of the hands of the negotiators. - .

The objective of the negotiations is settlement and the bargmmng table is the mecting g;ound for. the resolution of
differences, When the negotiations are completed, the teams will meet together to evaluate the results The outcome of
the negotxatlons and the planning form, together wit% the modifications made, will be the basis ef the evaluation.

. -
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in the event of impasse. The instructor may, therefore, serve as mediatox, meeting separately and jointly with the teams
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. o : THE MIDSTATE SCENARIO (The Public Sector Setting)

~ -

Midstate has a population of 'i 1.5 million persons. Although it is third in population among the states, it is about
sixth 1n per-capita income, and it has tended untl recently to lag in both economic and population growth It hasza
labor force of 5.7 million. ) ’ . . - .
3
%
Until recent yeags. Midstatc d:pended very heavily upon steel, coal, rails and basic heavy industry for its economic
viability. Recesyion dunng the fifties, obsolete plants, shifts in fuel consumption, a movement to the midwest of basic
steel, automation and other related factors have cémbined to reduce employment in basic industryalthough the state
’ still depends largely upon the health of such industry for jobs and public revenues. . .

3
-

High unemployment, the availability of female labor, nearness to eastern metropolitan markets and a program of low
cost state loans combined to bring a garment industry into Midstate over the past. 15 years and the prosperity of a sig-
nuficant'port:on of the state 1s dependent upon this relatively low wage labor-intensive industry. Location, a potential
mass market, state regulatory laws and a literate white collar labor force have also combined to attract and develop
insurance, financial institutions, information processing and other while collar industry. .

s . " . . . 0
. At the present time, unemployment in Midstate appioximates that of the nation as a whole. Midstate, however, has
a disproportionate number of aging persons. Although it Has prosperous farm areas, Midstate has suffered a decline
1n agriculture and 1s pockmarked by areas of rural poverty. Also complicating its problems is inner-city decay in its two

major ciiies and stagnation in many of its medium-sized and smaller industrial communities.

. A new Admunistration 18 1n office 1n Midstate. It came to office as a reform administration in an election which swept
the other politigal party out of power. It has had the support of organized labor, and a mixed reaction from the business
@ i | . : :
The new Admimistration, however, has barely captured a majority of the State Senate and must depend heavily upon
the votesBf its conservative wing in the General Assembly. While the legislature is organized along party lines, these do
, not necessanly hold firm 1n votes on key.issues. Among the major popular issues within the legistature is that of economy
in government. In this connection, there has been a constant demand from conservative elements a,'lgTOSt of the press

. to hold down state payrolls. T

The state has an operating budget of some $3.8 billion. Of this, about one-fourth comes in the form of federal.grants
in aid. The rest of the operating budget comes chiefly from sales and individual and corporate income taxes.

The individual income tax is new and unpopular. ft was brought into being after much political uproar and maneuver-
ing, by the new Administration whach inherited a budget deficit of $1 billion and which is required by ite state consti-
“tution to balance the budget. )

Higher taxes are all but out of the question at this time. The state sales tax is six percent, although it does not apply
to food, clothing, drugs and certain other specified items. The big problem faced by the incumbent administration is to
,  prevent “meat-axe” cuts in vital services such as e,ducation, welfare, highways and anti-pollution grants. -

. About 65 percent of the state’s budget is returned to the local governments under various “formula” grants The bulk of
the remainder meets direct state expenses, including welfare paymerits and payroll.

3
State government is the largest employer in Midstate. The highest officer of the state is the Governor, under whom
exist the Office of the Budget and the Office of Personnel and Labor Relations. These Directors are directly answerable
to the Governor. The state government is then divided into depastments, one of which is the Department of Public
Welfare. DPW 1s headed'by a Secretary, Under the Secretary area Deputy Secretary for Planning and for Administration,
and a Director of Employee Relations at DPW Headquarters. There are also three Regions headed by Regional Deputy
. Secretaries, each with its own Regional Employee Relations Manager. The State has a direct payroll of 107,000
employees, Patronage has always played a major role in Midstate politics. About half of all employees are covered by
E x civil service; the other half have depended upon patronage for their jobs.
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State wages and salaries are admittedly low, wnh cabinet members limited to $26, 000 annually. Within the hinuts of
s budget, the Administration is committed.to upgrading state employee salaries and workung condiuons. It 1s unwalling,
“ however. to <eek still more taxes or to create‘pohtncal crisis over the issue.

The Midstate Association for E»onomy in Government, made-up Jhefly of businessmen, has called for cuts i the
state budget and has termed “most vulnerable those expendntures for future salary increases and other costs of continu-
ation or gxpansmn of on-going state-idministered programs” not fixed by law or contract. Complicating the situation
furtheT is a study made by a committee of businessmen which claums that state expenditures can be cut by several
hundred million over the longer term.

Midstate Manufactunng Assocxanon speaks for the state’s bng manufacturers. Fmanaal institytions, big and small
retailers and other commercial enterprise speaks through the Midstate Chamber of Commerce. MBth favored the individ-

ual income tax, but are joined in an effort to cut the state corporate income tax.

At 10 percent, the corporate income tax is one of the highest among the states. Busmess wants it reduced on the
grounds that the tax"makes it difficult for Mid-state enterprise to compete 1n national and international markets. The
Governot has made any reduction contingent upun reform of the whole tax structure. He has remained adamant on
this point and has taken the position that only by standing firm can he obtain business support for tax reform. '

The Midstate busineds community feels that it has a stake 1n state and local government wage and salary rates. Wile
most businessmen have not actively fought higher pay and improved ¢onditions for public employees, nesther do they
want them out of line with wages and conditions in private enterpnse. Some of the larger employers with installations
in Midstate are:

/

Name of Company Product or Service . No. of Employees

United Steel Corp. Basic Steel 65,000\ ’
Public Steel Corp. * Basic Steel 46,000
* Jonas Steel Corp. Basic Steel . 15,000
Rapid Coal Bituminous  ° 4,000
Stoke Instrument . , Instrumentation - 6,000
Esterhouse Mfg. Electrical Equipment ¢ 20,000
United Electric Electrical Equipment 27,060
National Aircraft Engines . 9,000
Standard Insurance Insurance 3,000
State University Education . 17,000

Hammerhead Paper " Paper Products , 5,000.
Sparta Garment - Ladies Garmen(ts " . 2,500
State\PJniversity . Education \ . TN 11,000
R Public Services oo ’ 30,000
Ty . ‘Public Services . - . 19,000
: = Petroleum 3,000
- Chemicals . . 3,000
Finances ' 1,000
Universal Bank Banking . ’ " 1,200
Statewide Stores r7 Retail 6,000
Midstate Power / Electric Power and Gas 12,000
* National Business Corp. _ Office Equipnient and _ , 10,000
' 2 . . Computers - _

Midstate Bell Telephone Telephone Communication - 30,000

Organized labor is a major force. Midstate AFL-CIO has a membership of about a million, making it the Nation's
second largest state labor federation. Its officers and staff are skilled lobbyists and political organizers who deal
(effectively with members of the legislature. While frigndly toward most of the state Administration’s legislative objec-
tives, the AFL-CIO has developed pdlitical differences with the Governor over admimistrative and patronage policies.

~
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Midstate AFL-CIO obviously strongly supports public employee urganization and the collective bargaming objecuves of
organized state employees.

The United Steelworkers of America with a state membershup of 150,000, 1s destate s largest AFL-CIO union and
wields major power in the state pohtics. The Garment Workers, the Communications Workers, the Unuted Paperworkers
International Union, the Retail Clerks International Association, the Service Employees Unuon, the vanous building trades
unjons, the United Transportation Union, the Teachers Uniun, the American Federation of State, County and Mumaipal
Employees, the Electrical Workers, the Amalgamated Meatcutters, all AFL-CIO, have significant memberships.

Independent unions that cooperate in varying degrees with the AFL-CIO are also important in Midstate’s economic
and political life. The Teamsters has a membership of 100,000 and s active 1n public employee organizing. The United
Auto Workers has a membership of 45,000 in large and small aircraft and auto parts plants. The United Mine Workers
speaks for 25,000 working members and 15,000 retirees. All three have lobbyists in Caputol City, the Midstate «,apltal

Under psessure from organized labor and state and local government employees, the legislature enacted a Pubhu.
Employee Relations Law just before the incumbent Administration took office. Before the law was enacted, there were
anumber o} teacher strikes. Although there were harsh legal penalues against public emplouyees at the time, none were
invoked aﬁmst striking teachers.

5

The Public Employees Relations Act includes the following:
. . y .
. 1 — A section giving non-management state and local government employees the right to organize into unions of

‘their own choice without interference from public management.

2 - A section making it an unfair labor practice for management or labor to interfere with employee organization

or to coerce or induce any employee into joinihg or refusing to join a union, .
“
3 - APublic Employee Labor Relations Board to detesmine the scope of bargaining units, conduct elections upon
- a significant showing by a union of employee interest (in the form of signed membership or pledge cards) and
to heai unfair labor practice complaints. Under law, the Board has the right to go to the state courts to obtain
enforcement of its orders.
!

4 - Arequirement that public management must bargam in good faith thh any union certified as bargaining agent
by the Public Employee Labor Relations Board.

5 - A procedure for mediation by the State Mediation Board in the case of smpasse, and which prohubits strikes by
public employees during 45 days of mednatnon : .

6 - A fact-finding prbcedure which includes recommendations for settlement. Fact-finders have AS days in which
to determine the facts and to make non-binding recommendations for settlement.

7 — Other than police and firemen, who are covered by a separate compulsory arbitration law, public employees
(state and local government) may strike within 30 days following the publication of the fact-finders’ recom-
mendations if there is no settlement.

~e ’
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THE BARGAINING ISSUES
o
Under the Public Employee Relations Act, wages, salanes and all other conditions of employment are subject tu
wilective bargaining. As a result, the cuntract neguuated between management and the union will be symular in content |
to those negotiated in private industry. -
Because of time considerations, you will not be called upon to negotiate an entire contract and the smulation will be
limited to five key issues. These are:

»

Pay Increase. The union is seeking an immediate across the board increase of $700.00 for all employees and a 10 percent
across-the-board increase at the end of each year of a two-year contract for all other employees. The union bases its
figures gn the need to catch up with wages in the private sector, on increased living costs and on the need to bring pro-
fessional compensation into line wih salaries paid for similar positions elsewhere in public employment.

Management is offering a 3 percent increase. It also offers 2 percent at the end of each year of a three -+
year contract to offset future increases n hving costs and to compensate for expected productivity gains. Management
contends that its offer will bring Midstate Department of Pubhc Welfare (DPW) employees into line wath salanes paid
elsewhere by welfare departments. >

/

The lowest starting salary pai& by DPW to clerical employees is $4,500 annually. The lowest for para.
professionals is $4,900, the lowest for professionals 1s $6,6G0. The top salary for clenca]s 15 $7,200, for paraprofessionals
$7,000; for professionals $15,000. .

It presently takes six years for a clerical worker, eight years for a paraprofessnonal and 12 years for a
professional to reach maximum compensation. .

L4 -
‘

“The union is proposing thiee years for clerical, five §or paraprofessionals and seven for professionals.
Management is willing to cstablish five year schedules for clerical, seven for parapxofess;onals 10-for professionals,
subject to merit revn\gw
Vacations. The present piactice 1s a week after one year, two weeks after two years, three weeks after exght\ years, and
four weeks after 15 years. The umon wants one week after six months, two weeks after the first year, three weeks after
three years, and four weeks after ten years. Management 1s willing to bring vacation practices closer into Line with
federal practices. It offers two weeks after the second year, three weeks after five years, and four weeks after 12 years.
Both the union and management agree that a week shall consist of five working days for Vvacation purposes.

- The-unuon wants strict seniority to govern in the selection of vacations. Management offers to accept
senjority withun each work group reporting to a branch chief, Management also wants the unrestricted night to transfer
employees within offices or to their offices in the same district to fill in where necessary because of vacations. The

. uniori 1s willing to accept transfers except where an employee is called up‘on.to perform duties outside tus normal assign- |

ment. It also wants management to seek volunteers for such transfers before resorting to mandatory transfers.
Manageﬂment would limit vacations at any given time to 15 percent of the working force reporting to a
branch chief. The union wants language making it possible for all employees who so desire to take. vacatxons between
May 1 and October 1.
Stewards. The union wants one steward for each management first line supervisor (branch chief) who shall be immedi-
ately excused from duty, except during emergencies, for reasonable time to hear complaints and investigate grievances.
It 15 also asking for one chuef steward for every management division supenintendent to process grievances. It wants the
chief stewzard to be granted unlimited time to investigate complaints and negotiate grievances. Management wants one
steward for every second level supervisor (district chief) with grievance time limited to no more than 15 hours monthly
and excused time granted at the discretion of the steward’s immediate supervisor. Management also seeks to Lt Jhuef
stewards to one for each of its three regions and cheef steward excused time to 40 hours monthly. Recognizing ihat the
hief steward may have to travel within the region, management 1s walling to grant hum ui her full discretion in sclieduling
excused time within the 40-hour limitation.

. . 34 . .
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Productivity. The union takes the position that case workers cannot properly service and attend to the needs of more
than 50 welfare clients and that case loads should be so limited. It takes the position that there must be at least one
clerical for every three case or other social workers, and that professionals should not be called upon to type reports
and to perform other clerical work. It also takes the position that there should be at least five paraprofessional aides
for every ¢ight case or other social worker.

Management takes the positioh that experience bears out its contention that a case load of 62 is reason«
able. It claims that the typing out of reports and memoranda is an integral part of the professional job. It is willing to
increase the number of clerical workers by five percent. It is willing to increase the number of paraprofessionals from
one for every eight professionals, to one for four to meet case load needs. It takes the position that paraprofessionals,
where qualified, may perform clerical duties as needed.

Grievance Procedure:  The union wants a four step gritvance procedure binding with arbitration the final step. It
proposes that the initial step shall be completed within 48 hours, that the second and third steps shall take no more than
5 days each and that arbitration shall be completed within 30 days after an arbitration commences.

’ Management seeks a five-step grievance procedure with five days for a first step answer, and 55
additinnal days for the four subsequent steps. It wants arbitration to take place only after the five steps it proposes are
exhgusted Itis pﬁtoposcdha‘ 60-day time limit on arbm'atxon .

*fhe union would make all grievances subject to arbitration. Management would limit arbitration
to the interpretation and application of the agreement. - . -

.
[

The union and management are in agreement that the costs of arbitration should be split evenly. '
The union is willing to have the arbitrator named by an acceptable outside party such as the American Arbitration As-
sociation or the Federal Mediation Service. Management wants the parties to agree mutually upon an arbitrator selected
from a panel of three named by the State Mediation Board or, if this cannot be accomplished, named by the Board itself.

N N g .
M 3
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‘ UNION PROPOSALS

NOTE This section contains contract language proposed by the union for the five items under negotiation. Each item
is listed as a separate article of the agreement as proposed by the union.

{

ARTICLE VII —— Pay Increases and Salary Schedules

A - The parties hereby agree that an across the board increase in salaries shall be paid, effective June 1, 1972, to
employees cayered by this agreement in the amount of $700.00 per employee for a one-year period

B - Itis further agreed by the parties hereto that on May 31, 1973 and again on May 31, 1974 all salaries shall be
increased by an additional 10 percent.

C — The parties agree that salary schedules shall be compressed as follows:

1 — Clerical employees shall progress by regular and equal semi-annual increnients from starting pay to
Thaximum pay over a period of three years,

2 — Allemployees classified as paraprofesﬁonal shall progress from starting salary to maximum salary by
regular and equal semi-annual increments over a period of five years.

-

3 — Employees holding professional classifications shall progress from starting salary to maxunum salary
s. by regular and equal semi-annual increments over a period of seven years. RN .

~ -

/4_ - It is agreed that new sglary schedules shall be made effective within 60 days following the signing of this
. agreement and that there shall be a committee of three from the union and three from management who
' ‘ shall review and establish such new schedules within this period.

- 5 — New salary schedules shall be appended to this agreement and shall becor&a part thereof.
» f-
ARTICLE IX —— Vacations
A — Itis agreed by the parties hereto that vacations are earned and due in the year in which they are earned.

B - It is agreed that with the signing of this agreement, vacation time shall become due as follows.

1 - All err;ployees with more than six months but less than one year of service shall have earned and be
entitled to one week of vacation.

2 - Al employees with one year of service or more, but less than three years, shall have earned and be
entitled to two weeks of vacation. \

All employeks with three years of service or more, but less than ten years, shall have earned and be
entitled tc three weeks of vacation. )

w
|

4 - All employees with more than ten years of service shall have earned and be entitled to four weeks
of vacation.

C. — Itisagreed by the parties that each week of vacation shall consist of five working days and that employees
shall be granted dn extra consecutive day of vacation when a holiday falls within his or her vacation geriod.

D — Seniority in state employment shall govern in selection of vacation periods.

’

‘ E - All employees shall be entitled to select vacations between May 1 and October 1 if they so desire. Vacation
weeks may be taken consecutively or split, except that where vacations are spht one portion shall be taken outside
the normal vacation period if management so requires. .

Q - 38 CM V-1b
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U. S. CIVIL SERVICE COMMISSION /l /
LABOR RELATIONS TRAINING CENTER / :
. /

F-T insure proper performance of Department of Public Welfare duties,,'the parties hereto agree that manage-
ment may shift temporanly employees within any given district to insure adequate coverage, except that no employee
shall be called upon to perform duties outside the scope of his normal work assignment as the result of such temporary
transfer. Management will not resort to mandatory transfer where there.are an adequate number of employees who
volunteer for vacation fill-in assignments. /Arr . A

-
~
M

ARTICLE XII - Umon Representation (Stewards)

— The parties hereby afree that it is in the interests of harmonious ernployee-management relations for the
union to provide adequate and formally established representation on-the-job for bargaining unit employees, and it is
further agreed that Intematxonal Union Repyesentatives, officially cemﬁed by the International Union, shall have
access to the offices and installations of the Department of Public Welfare at any reasonable time tq assist in the settle-
ment of grievances and otherwise conduct legitimate union business.

B — It is agreed that management shall recogm'ie one officially designated union steward for each group of
employees under supervision of a branch ehief or other first line supervisor.

C - Each officially designated steward shall be granted reasonable excused paid time to investigate and process
grievances, and to engags in direct grievance negotiations with management. Stewards shall be immediately excused
from their normal duties to investigate and otherwise handle grievances upon request, except during emergencies.

D — The parties agree that the union may officially designate one chief steward for every division superintendent
and that each chief steward shall have unlimited excused paid time for grievance processing.

E — It is further agreed that all stewards and chief stewards are full-time employees'of the Department of Public
Welfare and that they shall accrue full seniority and all other rights pravided by tlus agreeme t while serving in their
union capacities.

v

f

ARTICLE XIV -~ Productivity (Work Load)

Management and the union jointly recognize that the workload must be fair and equitable for optimum productivity
and to best serve the clients of the DPW and the taxpayer, The parties agree that an excessive workload leads to neglect
of chent needs, 1s distuptive of employee morale and resujts in waste of the tax dollar. This agreement, therefore provides.
A — No case worker shall be assigned a case load of more than 50 DPW clients.
B - Professional employees shall not be required ta perform other than incidental clerical wox;k arismg m the riormal
course of their employment. -

C ~ There shall be five paraprofession.al aides for every eight professional employees. ™

D - Professionals sha]] not be assigned duties that can be adequately performed by trdined and ex
professionals. .

E — There shall be at least one clerical for every three professional employees.

F — Supervisors shall assign clerical tasks to the clerical work force when so requested by professional employees.

e Y

- ‘ L . .
G -~ Paraprofessionals shall not perform clerical duties other than thoseffivolved in the completion of reports on

' CM V-1b
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‘ a ARTICLE XVI ~~ Grievance Procedure and Arbitration , BN
A — All grievances arising on the job between any employee within the bargaining unit or group of such employees ™
and DPW management shall be settled through the grievance procedure established herein, provided that such grievance
is taken up with management within 60 days of its occurrence or awareness of its occurrence.
. 1
1 - Any grievance shall first be taken up by the aggrieved employee or employees with the steward. The
initial step shall be completed within forty-eight hours. The steward shall conduct verbal negotxatxons
with first and/or second line supervision. If such negotiations do not satisfactorily resolve the grievance,
the steward, upon notifying supervision in writing, shall be free to appeal the grievance to the chief

. steéWard within that period. 1f management should fail to resolve this grievance wnthm the specified

S ) period, the grievance shall be automatically taken to the second step. , .
- s .

" 2 - The chief steward may negotiate with either the division superintendent or the regional employee
manager or both. Management shall provide to the chief steward a written statement of its decision. on
the grievance no more than 5 days after negotiations commence. If management should fail to respond

" within the 5 day period, the grievance shall be automafically taken to step 3.

e 3~ In the event management’s reply is unsatisfactory, the union may appeal to Midstate Director of
Personnel. Negotiations at this level may be conducted for the union by the designated International
Upion Representatnve who may be accompanied by the chief steward and other representatives of the
affected local or locals. The Director of Personnel Policy shall provide to the union a reply in writing
not more than 5 days following the commencement of negotiations.

2 . 3

B — Any grievance unresolved in direct negotiations between the union and management shall be subject to
g arbitration. _ - R
‘ ' 1 — Should either party decide to arbitrate a grievance, it shall so notify the other in writing no more than
5 days umnedxately following the regenpt in writing of an unsatisfactory reply to Step 3 of the grievance
protedure, or five days after fifal failure of ‘management to respond under Step 3.
. 2 — Immediately upon notification that arbitration proceedings have been instituted, the harties shall call

upon the American Arbitration Association or the Federal Mediation and Conciliation Service, as they

- . may agreet to name an arbitrator. .

3 - Both sides reserve the right to call witnesses to appear in “arbitration heanngs and there shall be no penalty
agaxnst any employee who appears.

<4

4 - Afbitration proceedings shall be completed and a decision rendered within 30 days after formal proceedings
are instituted, and results shall be equally binding upon the parties.

5 — The union and management shall jointly bear the costs of arbitration, each party paying one-half the costs.
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U, S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

MANAGEMENT PROPOSALS

. .
_NOTE. Thus section contains language proposed by management for the five items under negotiation. Each item is
listed as a separate article of the agreement as proposed by management: '

ARTICLE X —-—Pay Increases and Salary Schedules . .-

A — The parties hereto ageee that as of the first pay day following the signing of this agreement a salary increase of ¢

three percent shall be made effective. - .

e e v

B -~ It is further agreed by the parties hereto that on May 1, 1973 May 1, 1974 and again on May 1,1975,all |
salaries shall bg increased by an additional 2 percent., ~

C - The following salary schedules shaﬁ become effective within 45 days of the signing of the contract during which
period the parties shall meet to work out mutually satisfactory schedules which shall become part of this agreement.

- 1 — Clerical salary schedules shall be cémpressed from their present six year span to five years.

»

2 — Paraprofessional salary schedules shall be compressed from eight to seven years in length.
3 — Professional salary schedules shall be compressed from 12 to 10 years.

E — All professional salary increases shall be subject to merit review by management. It is agreed that the union may
process as a grievance subject to arbitration any adverse decision of management resulting from merit review.

)

ARTICLE XII —— Vacations

A — The parties agree that vacations are earned and must be taken during the year in which they become due.
Length of vacations shall be determined as follows:

1 — Any bargaining unit employee wnh more than one, but less than two years of service shall be entltled

to one week. .
[ -
. 2 — Any bargaining unit employee wnh more than two, but less than five years of service shall be entitled
to two weeks. 2
3 — Any bargaining unit employee with more than five years, but less than 12 years of service shall be )
entltled to three weeks. .

>

4 — Any bargaining unit employee with 12 or more years of service shall be entitled to four weeks.

. >,

5 — Each week of vacation shall consist of five working days. Where a holiday falls within a vacation period, *
the employee shall be entitled to one extra day of vacation. '

°

6 — Any employee whose service anniversary date falls prior to his vacation shall be entitled to his full
vacation as described heretofore. . ) .

B — Vacatjons may be selected by employees according to seniority except that such seniority shall be determined
from the list of all bargaining tnit employees repomng to a branch chief.

C — Management reserves ‘the right to make temporary. transfers as it sees ﬁt to fill-in for job vacancies s caused by

vacations, except that no such transfer shall.be arbitrary or involve unreasonable travel.
‘ . : : €M V-lc
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D. — Managentent ,\'eserves the nght to himit the number of vacations granted at.ary given time to 15 percent of the
work force reporting to a branch chief. g . . .

~n - ¢ s .

K ARTICLE XV —— Union Representanon (Stewaxds) . .o
. Ty
A - ltis hereby agreed that International Union Representatrves shall have access to the properties of the Depart- )
ment of Publrc Welfare covered by this agreement.for the purpose of conferring with local union officers and stewards, '
to assist in the ‘processing of grievances and for other legitimate union business, except that: -~ . .
- 4

1- Such\representatives shall immediately make their presence known to management. .

-

<

-

2 — They shall not confer with local union officers or stewards unless such rndxvrduals are first excused from
. the job by management. Y . ) 1
‘. . . . TS N .
3 - While management shall make all reasondble efforts to excuse officers and stewards far such conferences,
*all time involved shall be charged against excused time for union business under terms of this agreement.

b, "

- B — There shall be,one steward for each district chief’s organization.

-

C — Each steward ofﬁcrally desrgnated by the.union shall be permitted 15 hours of paid excused time monthly to ,
hear complaints and otherwise process gnevances Management shall make every reasonable effort toexcuse the steward
.from his normal duties whe/ ha grxevance is pending, but shall reserve the right to hold the employee on his ;ob when, in
1ts judgement, suéh’ action is necessary for thej proper functlomng of the DPW. N -

-

D There shall be one chief stew,axd officially desrgnated by the union for each of the three regions of the DPW

E - Such chief steward shali’be entitled to 40 hours of paid excused time monthly, at his drscrenon to rnvestrgate »
gnevance complamts and process gnevances as provrded ¢lsewhere in this agreement ' i

» .

. F — Tine spent by stewards in direct grievance negotxatrons with management shall not be charged against excused
time, ° ‘ . : . .
AY ! -0 '
‘ \ - ~ "
. ARTICLE XE —— Productivity and Work Loads . .
A - Caseworkers may be assrgned a case load of no more than 62 DPW clignts, such case load having been proved N
, by experience to be rq{abie and essential (o the proper QBeratxon and productivity of the DPW .

B — Profestignal employees may be called upon to type and fill out reports and memoranda essential to the
performance of their jobs, ‘except that no professional shall. be assigned to regular clerical duties.

C - There shall be oné parap ;&ssrqnal aide for each four professional employees instead of one for eight as hereto- ’ s
fore, Management shall have 60 ddys from the signing date of this agreement to recruit ‘the necessary- paraprofessional
aide trainees required to establish the.agreed upon fation. - N .

»

= - D - Paraprofessxonal ardes, where qualified, may be called upen from time to time to-take over and perform c]errcal
tres . . A

1]

E < Itis a:grged that management h_1z160 days from the date of this agreement shall increase the clerical force by
f ve percent. L. )
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ARTICLE XXIl'—~— Grievance Procedure and Arbitration : 1
A - Grrevances arising between any employee of group of employees wrthrn the bargaining unit may be processed
accordmg to the procedure herein set forth, provrded they are taken up with management no later than five days of

their occurrence. ”
~ ‘ - - - . ’ . -
-~ , ) .

" B —. Grievances shall be processed as follow!

= P 1 — Between the steward and the branch chief. - .
Sl . . ' e ) -
2 - Between the steward and the district chief if the grievance is not resol'ved at first level within five days.

- 3. — Between the division superintendent and ‘the chief steward if'ne not resolved at the dxstnct chieflevel. When
grievances are processed at the division superintendent level, division management may “have present
- lower supervision and the chref steward may call in the steward who initiated the grrevance and one other
. local union officer. . . .
4 — Between the regional employee relations managet and the chief steward if not resolved at the superintendent
level. Regronal management may have present at such negotiations such lower management as it sees fit 3
and the chief steward may have present the steward who rruuated the_grievance, the aggrieved employee
and one other officer of his or her local union. ° .
= 5" — Between the DPW Employee Relations Director and the. International Union Representative. Pv{anagement
. may have present aides and lower management as it sees f' t, and the unjon may have present its affected —
’ chref«steward and otherofficers of the affectodsdocal umoxr xmmedxately affected. .

B - .. .
- L4

6 — A total of SS days shall-be’ sllowed to complete Steps 2 through 5 (- '

C - Inthe event the grievance is unresolved through negotiations, the ma‘tter may be referred by cither party to .
arbitration upon written notice to the other party within three days following the termination of negotiations,
- r
1 - The union and management shall seek to agree upon an arbitrator, but in the event they cannot do so
. within two days, the State Board of Medratron shall be called upon to designate the arbrtrif‘ﬁr —
2 — Either side may call witnesses into the arbitration hearmg with no penalty invoked by either side against
) ' . /any such witness.

3 — Eachside shall present to the arbitrator 2 written brief stipulating the facts and argument in support
thereof. - Each side shall exchange copies of their briefs three days pnor to the commencement of

) eﬁ?" ) arbitration. v
5 "'° )
. 4 — The arbrtratron shall be limited to the interpretation or application of the .agreement and in no way shall ,
change its interrt or meaninig or the policies of the' DPW. Arbitration shall be invoked only with the
’ express agreement of the aggrieved employee or employees > ‘

[

,,.5..4 The results of-the arbitration shall be published to the parties not later than 60 days following the sub-
‘ + mission of briefs and shall be final and binding upon the parties. .

't

" 6 — Each side shall bear an equal share.of the cost of arbitration-
I's > et

- » . .
7’ L4 L
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Occupation

File Cletk .

Key Punch Operator
Clerk-Typijst ~

Stenographer

Switchboard Operdtor

Secretary

A

Typist (routine)

PREVAILING MIDSTATE
CLERICAL SALARIES

Starting Rate
[

~

$ 200
2.25
240
2.80
200
3.00

2.50

%

o~
it}

A7)

Maximum

$.2.75

3.50
3475
4.00
3.00
4.50

3.00

Average
$ 235
3.00.
2.90
3.20
2.50
375

265

. 1%




U, S. CIVIL SERVICE COMMISSION "
LABOR RELATIONS TRAINING CENTER
; .
' ’ RATE RANGES
‘ MIDSTATE DPW EMPLOYEES . 3
| ~ Number of Yearsto
Classifimtioxll . ‘Employees Rate Range : Makimum Average.
CleckI | LasT § 4,500-$ 5,200 6 § 4,00
Clerk IT . ' 2,108 548055650 6 $ 5,200
Clerk III j w0 ' $ 5,100-$ 5,800 ‘ 6 $ 5,350
Steno § : 1950 § 5,250-$ 5,950 6 ,, $ 5,500
Steno II - 1,102 $ 5,350-$ 6,100 6 $ 5,700
Secretary I - © 75§ 535Q~5 6,500 6 55900
Secretary I '™ - 404 " $ 5800-8 7,200 ° 6 ~ s ¥a00
, Keypunch© ' 302 $ 5,350-$ 6,500 6 $. 5,800
" Keypunchll ~ 115 +$ 5,800-$ 6,900 6 s 6,10(;
Paraprofestionals . 1435 $ 4900-5 6,100 8 $ 5,300
Junior Case Worker ‘ 485 $ 52005 7,000 8 $ 6,000
Case Worker 7,602 . § 6,600-$ 8,900 12 _§ 7,400
 Hospital Investigator - . 443 $ 6,600—$ 8,900 o 12 $ 7,350
L Voutnworker . 607" "5 6,600-8 8,900 12 $ 7,450
Group Worker ] 589 . $ 69008 9,800 l‘2 : c $ 7,700
Social Worker . Lus, 5 6900-8 9,800 12 *§ 7,750
Child Welfare Worker  * 392 ' $ 6,900-5 9,800 12 $ 7,750
Supe}vig;ng Case Worker 1,320 - $ 8,000-§11,200 - 12 $ 9,500
Child Welfare Supervisor " 202 §°9,000-§12,200 12 " $10,000
. Detitan - 42§ 8000+811,200 » 12 $ 9,500
' Counse%lor. - 603 $ 6200~5 8700 12 $ 7,200
Homie Economist , - 203 ' $17200-$ 9,100 12 $ 8,000
Principal Home Econorhist . 33 $10,000~$15,000 . Merit $11,500 __
o ‘ S . ‘CM V-1d
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RATE RANGES N :

' SELECTED DPW EMPLOYEES o .
' o NEIGHBORING STATE | .
. ‘ . ‘ - Years to
Job Classification Rate Range : Maximum Pay
Grade I Clerk ) . $ 4,800-3% 6,000 - 6
Grade 1 Clerk , $ 5,000-$ 6,3-00 : 6
>, Stenographer I " $ 5,400-$ 7,000 ' 6
Stenographer Il oo $ 5700-$ 7,200 S 6
Typist (routine) ' ' ©§ 4,800-$ 6,000 6 .
Setretary | ' o $ 5,700~$ 7400 .6
Secretary I~ : $ 5,900-$ 8,000 . . . 6
) Junior Case Worker » o . §5800-8 6500 A 6
’ Case Worker - § 7,200-8 9900 ' ' , 14
Hospita Investigator - $7,200-8 9,900 Y
® GroupWorker § 7400-510400- 14 '
) ' Socigl Worker T $ 7,400-$10,400 : ’ 14
* Supervising Case Worker ) *§ 8.500-811500. c 14
Siipervisor Child Welfare e $ 9,500-$12,800 ‘ 14 '
Principal Home Economist ) $11,500—516,000 C C 15 =
Paraprofessional Aide | IR § 5,000-$ 6,800 . ’ . » 6 ‘
l . ‘ . '
, s T~ , ,
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Classification
Clerk (File) ’
Clerk-Typist _
Ste.nographer 1
Stenographer 11
‘

Secretary 1

Secretary Il

Junior Case' Worker
Case {‘Iorker ’
droup Worker:

Social Worker
Supervisor l. )
Supervisor Il

Day Care Specialist
Chief Home Economist

Paraprofessionals

U. S, CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

RATE RANGES

SELECTED DPW EMPLOYEES
' METRO CITY

Rate Range -
$ 5,200-$ 6,400
$ 's,soo-‘s 6,700
$ 5,800-$ 7,000
$ 6,200-§ 7,400
$ 6,600-$ 7,900
$ 6,800-$ 8,200
$ 6,800-3 8,000
$ 8,000-$10,500
$ 8,500-511,500
$ 9,000-$12,000
$10,000-513,000
$11,500-$14,500
sﬁ,ooo-ns,ooo
$12,000-$18,000

$ 6,000-$ 8,500
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4 ‘ 7 ‘
VACATION PRACTICES
“ SELECTED INDUSTRY
Industry - ' , Practice
Steel One week after oné year, two weeks after two years, three after five years, four after 10 years.
Sabbatical of 13 weeks once every six years after 15 years of service.
Garment One week after one year, two weeks after three, three weeks after 15 years.
" Cherical One week after one year, two after two, three after five, four after 15 years,
Finance . One week dfter one year, two after two, three after eight.
. Metro City Four hours for every month of servrce up to a maximum of 21 days wrth 2 minimum of six
months of service to qualify’ for, three days. : N

] Neighboring State One week after one year, two after two, three after four, 20 working days after eight years.
Eastburg One week after one year, two after two, three afte( eight, four after 15 years

Telephones One week after one year, two after three years, three after eight years, four after 15 years, five
after 28 years. .

Il




U. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

MIDSTA'I"E DPW EMPLOYEES LENGTH OF SERVICE
Length of Service . ’ ~ Number of Employees
Under One Year . ) , 1,800 \
Uider Two Years : | ' ‘ 2,200
Under Thr;se Years , 4,100
Under Five Years . . ~ ' 8,100° '
Under Eight Years : 11,000

Under Twelve Years ¢ 7 ‘ 13,300

- -
ey
L
Under Fifteen Yeifrs 14,500
v ’ . :
K R . .
Total Employees . ’ . 19,500
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1969 . 982 253 245 30 345 109

o " EMPLOYEE SUGGESTIONS . S \
B - . - . * DEPARTMENT OF PUBLIC WELFARE ’ .
- , 1971 -
Total Streamline Working o Improve . . ’
Year Suggestions . DPW Conditions Morale Salaries .‘Ecations

1970 1,207 323 305 2 402- C135

1971 1,372 331 411 . 39 444 147

~ -

Suggestions
per-hundred
NEmployees

Year Suggestions Accepted Suggestions Rejected
I3

+
1969 315 607 .5l

" 401 ' 806 6.2 <




. cancelled Out the federal tax reduction. . “
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- v~ AUTUMN 1971 URBAN FAMILY BUDGETS

The Bureau of Labor Statistics of the U. S. Department of Labor has published its autumn 1971 urban worker
family budgets, The two budgets are for a lower-cost standard budget and an intermediate standard (moderate living
standard) budget for an urban worker s family of four.

The new budget figures show that it costs about three percent more for a family of four to maintain elther living
standard in the fall of 1971 than a year earlier. Actually, living costs rose about six percent during this period but these

were pamally offset by a reduction in the federal income tax. In Midstate, however, a new state mcome tax just about —~
A

BN
-

Livmg.costs, and consequently the family budget, vary considerably among cities and regions. Lowest living costs
are in smalle{southem cities. Highest are in the large metropolitan areas. . '
’ ’
The City Worker’s family budget is based upon a family consisting of a 38-year old employed spouse, a spouse who
1s not gainfully employed, an eight year old child and a child of 13. The family group is-stable and has an average supply
of furnuture, clothung, major durables and other household equipment. The budget seeks to measure what is required
for a modest but adequate living standard. -

A moderate lmng stapdard for an urban worker with three dependents was $10,971 in the alumn of 1971. The
lower level living standard, described as *‘austere”, by the Labor Department was $7,214. The budgets and their
constituent elements are shown in the {ollowing table:
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Food .

Housing, inc. furnishings

.
~

Transportation and car costs .

Medic;ﬂ care °

Other goods, services

Vv
Other costs** .

Income tax .

Clothing and personal care

1

U.S, CIVIL SERVICE COMMISSION

LABOR RELATIONS TRAINING CENTER

Official Updated Monthly Budget Estimates*

. . -Lowef-cost
standard
Annual Monthly
4 ! .
$ 1,964 $163
e o e e e WL . .. 1516 126
(% ~ )
b 536 45 -
v e e e .- 848 K
609 .51
L 1368 31
Y
. 744 62
. $ 6,585 $ 5497
Y 7. 52
$ 7,214 $601

s

>
Intermediate
1standard
- Annud Monthly
,§ 2,532 $211
2,638 220
964 86
1,196 100
612 51
.684 57
979 82
$ 9,605 $807 -
1,366 114
$10,971 $921

lThe table is worth close examination since the urban worker’s budget is commonly used by the parties in collective

"bargaining. A third figure developed by the Labor Department showing that a budget of $15,905 is réquired for a
comfortable living standard for an urban worker family of four is also appearing in some negotiations.

-

* Based on prices as of autumn, 1971. Costs are for family of four, with one nonworking spouse; children of 13 and 8.

** Includes gifts and contributions, lif® insutance, occupational expenses and social security and disability payments.
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. . NEGOTIATING PROBLEM » : _ .

igfice is a city of approximately 3/4 of a milli;n people. Among other employees, it retains 3,300 employees in
its Dépattment of Public Works-3,000 of Whom are laborers and 3Qp of whom are truck drivers.

. The laborers’ jobs are to collect garbage, collect ashes,.do miscellaneous street repairs, and any other laboring tasks
[that are necessary. The truck drivers drive the trucks that pick up the garbage and ashes and carry the maternal for street
repan’s In addition, in winter the trucks have plows mounted on them, and the truck drivers plow the snow from the
streets. Most of the work plowing the snow is overtime. ;f‘ . .

E X . -

The laborers are presently paid at an average rate of $3.00 an hour,and the truck drivers are paid at an average rate
of $3.60 an hour. On the laboring rate, the three surrounding municipalities pay $3.02 an hour, $3.15 an hour, and
$2.96 an hour. All three municipalities are presently in negotxatxons The cost of hvmg index for the community,
according to B.LS, has mcreased by 5% in the last year. ’

&

o~

The local qmon representm the city’s employees is affiliated with the American Federation of State, County &
Municipal Employees. Zﬁie unions representing the adjoining municipalities have the truck drivers represented by
the Teamsters. There # a strong competition between the Teamsters and the city’s union. -

-
.

Lo
Y3

NEGOYIATING PROBLEM
Altﬁough the state in which the city is located has a state law prevenﬁngtstrikes and providing for injunctions, in the
past three years no judge in the area has been willing to sign such an injunction. The vontract between the union and
the city expires at 4.20 p.m. today. Unless settlemnent is arrived at before that time, the union has threatened to strike
and has taken a stri%e vuie, and the officers are authorized to cgll astrike at that time. .
The Mayar.}%d Common Council have promised the citizens of the community that they will not raise the tax rate.
The Comptroller has indicated by his budget that he has a total of $700,000 avadablg for salary increases and other
. ) program changes in the forthcoming year ) " /
The union and the city have been nego;xgting for some time. They have arrived at agreement on most issues, but
these basic iseues remain; ' -
1.  The union wishes straight seniority in assignment of truck drivers to snow plowmg, whereas the city has
found that the younger.dnvers are more efficient and.more effective.

* 2. The parties are in dispute as to what moncy should be paid and the length of the contract. )
3.  Under preseht arrangements, the union can post notices on the bulletin boards only if approved by a city
‘officer. The union wants the unlimited right to place notices on the bulletin boards.

~

4, . Thecity is contemplatmg contracting out part of their ash dxsposal system due to a metropolitan plan being
offered for joint collection. The union is resisting any such contracting out, and the presént contract is silent
' as to the city’s obligation or right to sub-contract

- ‘ N ‘ . . 56
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< ‘ . Vg ' UNION PROPOSALS REMAINING ON THE TABLE ' o, P |
- . s . r.. . v - < . |
1. Straight seniority in assignmrent of overti:ne. . / . . . :
.2, A one-year contract with"an increase of 25 cents an hours.’ S -
- 3. 7 Unlimited use of the bulletin boards. . I ' e -
4.  No sub-contracting out without the union’s consent. : Co.
[ ~ i S R
S *  -CITY PROPOSALS ON THE BOARD R
: i. The ‘right to assign overtime according to the needs of the mun!cipalit).'.
- > . -
2. Retention of the present provision as to bulletin boards, whese all notices must be apprqved by management. °
3, Anunlimited right to sub-contract. . ’ ) )
4. . A two-year contract, with the city offering 5 cents an hour each year. - . ‘
/ <
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U. S. CIVIL SERVICE COMMISSION
’ LABOR RELATIONS TRAINING CENTER

SUPERVISOR — STEWARD RELATIONSHIPS IN CONTRACT ADMINISTRATION -

As steward for your branch’s area, Ralph Knapp must occasionally léave his work area to handle grievances with
employees. The Analysis Section is located about 2 blocks away in leased office space. The contract requires that
whenever a steward leaves his work area, he must check out with his immediate supervisor (in this case it’s you since
Knapp is a clerk in your ofﬁce) ang check in with the supervisor of the area into which he is going. Lately, you've

« noticed some irritation whenever Ralph has checked with you before going out of his area.

*
~

“It’s a damn nuisance, Paul, 'to try to locate you each time a grievance needs checking. Most times there’s no one
acting for you. I think 1t wouid really speed things up if you’d hang a clip board for me to sign out on. That way you'd
still always know where I was and when 1 left. I figure that’s why the contract says I'm to check out with fou in the
first place, so you know where I’'m going and when. If I was a goof-off that would be different, but you know I don’t
abuse my privileges as a steward. Besides I always check in with Terry Hunt when I have to go over to Analysis so you
could check with him if you thought § was dogging it. It'sa stupid rule, Paul.”

What do you feel Paul should do? Should he put up the chpboard? ~

———
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THIS IS A MOCK AGREEMENT

o

-

-Multi - District .Contrqct 3
between

State Revenue-Service

and

Government Employees Union

PR
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~ U.S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER
£ ' '
Preamble ) s
Whereas the public interest requires high standards of employee performance and continual development and imple-
mentation of modern and progressive work Practiccs to facilitate improved employée performance and efficiency; and

Whereas the well being of employees and efficient administration of the gove}nment are benefited by providing em-

ployees an opportumty to participate in the formulation and implementation of personnel policies and practices affecting

the conditions of their employment; and ’ .
- ’ vy . & o -

Whereas the paftxclpation of employees is improved through the maintenance of constructive and cooperative relation- :

ships between the labor organizations and mianagement officials; and

« Whereas there exists a clear and identifiable community of interest among the employees covered by this agree- '
ment; and i .

Whereas this agreement promotes the ease and efficiency of the Employer’s operation;
‘ * ST

Now therefore this agreement is made and entered into by and between the State Revenue Service representing all
district offices, hereinafter referred to as “the Employer”, and the Government Employees Union, hereinaftet referred
to as “the Union”. -

Article1 . — : .
. Coverage

Section 1. T ‘ .
A. .
The following employees comprise the Unit covered by this agreement: o
All professional and non-professional employees of the districts inciuding those professional employees who did not
vote_for inclusion with units of non-professional employees. . N
B. ) ‘ ’
The following employees are excluded from the Unit covered by this agreement:
All management officials, supervisors, confidential employees, all employees of the Intelligence Division, all employees,
engaged in personnel work in other than purely clerical capacity, and guards. Lo

5~9

Article 2

) v Precedence of Laws and Regulations .

In the administration of all matters covered by this agreement, officials and employees are ggvemed by existing or future
laws and regulations of appropriate authorities includ_;_ng policies set forth in the Personnel Manual; other published agency
policies and regulations in existence at the time this agreeinent was approved; and by subsequently published agency
policies and regulations required by law or by the regulations of appropriate authorities, or authorized by the terms of a
controlling agreement at a higher agency level. :

P .t

o~
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) . B . - ’ - Vs : - R i Lo
- Employee Rights 5 - AT
. swﬁon ]. n. . ) , ) <., ] - . ‘ ’ . ' ‘ (Y
The Employér and the Union will retognize andespect the dignity of employees in the formulation and implementation
. of personnel'policig’i?and,pfacﬁces. . . ] .
Section 2. ' ' 0 '

An employee will have, and will be protected in the exercise of the right, freely-and without fear of pendlty or reprisal, -
to form, join, and assist the Union, or to refrain from such activity. In the exercise of this right, employees and their -
’ ,Tepresentatives will be free from any and all m‘terference, restraint, coercion, and discrimination, . ] '
n3. . : - 7 Lo
* Néthing in the Agreement will require an employee to become or remain a member of a labor organization or to pay .
money to the organization except pursuant to.a voluntary written aythorization by a member for payment of dues
through payroll deductions or by voluntary cash dues payment by a member.

. ¢

- Article 4

‘ ' i * Union Rights / o .
The Union will have the right and obligation to represent all employees in the Unit, to present its views to the Employer,

on matters of concern either orally or in writing; to consult and be consulted with respect to the formulation and mmple-

mentation of personnel policies and practices and matters affecting working conditions of the unit which are within the

discretion of the Employer. The Union, after reasonable notification, will be given the opportunity to be represented at

formal discussions between the Employer and employees concerning grievances, personnel policies and practicesfor

other matters which affect the general working conditions of employees in the Unit.

© . ’ Article 5

Employer Rights .

)

Section 1. : " . '
Thie Employer retains the right in accordance with applicable faws and regulations:

A . .

To direct employees of the agency;

B. '

to hire, promote, transfer, assign, and retain employees in positions within the agency, and to suspend, demote, discharge,
or take other disciplinary action against employees;

- C ‘
»to relieve employees from duties because of lack of work, or for other legitimate reasons;
D. °

to maintain the efficiency of the governinent operations entrusted to them;

to determine the methods, means, and personae] by which such operations are tg be conducted; and
F. . A
to take whatever actions may be necessary to carry out the mission of the agency in situations of emergency.

’

Section 2,
The Employer retains all other rights in accordance with applicable laws and regulatitns, except for those specific modifi-
cations contained in this Agréement. :

- 64
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: e - Article6 . : : PN
’ co . Union Representatives |

Section 1. R . . . )
The Employer will not impose any restraint, interference, coercion or discrimination against any e'xpployee in the exer-
cise of his right to designate a Unionepresentative for the purpose of representing to the Employer any matter of con-

" rcern over the interpretation or applitation of this Agreement, or of reptesenting him to any government agency or

official other than the Employer., . )
\ | v‘ s - . - . -

Section 2. : a ’ {y )

A. ’ . ! c C o e )

The Union may designate representatives as follows based on the number of Unit employees in the corresponding Em-

ployer district: one (1) representative for each one hundred twenty-five (125) employees or major fraction thereof; -
provided, however, each post of duty with twenty-five (25) or more employees will be guaranteed one (1) representative.

B. o ) .

In general, the representatives will be employed in the organizational segment gach represents. “The Union will supply

the Employer with the names of the representatives which will be posted on appropriaté bulleltin boards. It will be the

* duty of the Union to notify the Employer of any changes in the roster.
. o .7 -

< 8 vy

Section 3. . & anik Ll

A. ) W« . -
3 - ¢ L}

The Employer fully recognizes that whatever re nable time is spent in the conduct of Union:Employer business is spent

as much in the interest of the Employer as that of*the employees. ’

&

B. . # . .
The representative designated by the Union in Section 2 and an affectsd employee will receive administrative time to con-  *
fer with respect to any matters for which remedial religf may be sought pursuant to the terms and conditions of this
Agreement as follows: . ’ . :

1)  Twelve (12) hours per month for the one (1) representative in each district designated by the Union as chief repre-
sentative; . . ‘ ) .

2)" four (4) hours per month for all other representitives designated by the Union; and, .

3)  arepresentative will be credited on July 1 of each year with the total amount of administrative time to which he is
entitled under this sub-section for the sycceeding year. The administrative time may be used at any time during the year.

C. " .
In addition, a Union representative and an affected employee will receive ‘administrkve time under the following circum-
stances: - .

1) To intérview witnesses or review documents which are otherwise not available during non-duty hours;

2)  to present hisgrievance, reply to notice of proposed adverse oy disciplinary action, or adverse or disciplinary action
appeal; and ; , '

3)  tobe present at any formal or informal discussion with the Employer to carry out the goals and objectiyes of the

2

. .
D. ' v

1) A representative using administrative time under this section will check with his immediate superyisor and inform
him of the approximate time he will be away prior to leaving his work area. :

2) A representative who enters a work area and uses administrative time under this Section will check with the super-
visor in that work area. L

3)  The supervisor will allow the representative\t'o leave his work area unless the representative’s work requirements or

work schedule prohibits his release. ¢

2
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Sectiond. _ ’ ‘

A - : .

During the first year of this Agreement, eight (8) hours of administrative leave will be granted to all representatives

certified to the Employer pursuant to Section 2 to attend Union sponsored training. ° h

B. ’ . . ) ' . _
During the Second year of this Agreement, ¢ight (8) hours of adiinistrative leave will be granted to all representatives

certified to the Employer pursuant to Section 2 to"attend Union sponsored training conducted by a third party.

C.

The training is primarily designed to further the interest of thie government by bettering the labor-management relation-

ship. ’

) ) £
Article 7 7
Promotions
Section 1. : .
All promotions to Bargaining Unit positions and reassignments of employees to Bargaining Unit positions which have

known promotion potential will be on merit and prdcessed in accordance with the published promotion plans\and this
agreement.

Section2, .. .

A. , . . . ‘ i c

Vacancy announcements will be published for competitive positions to positions in the Unit, and will be posted for

seven (7) working days on bulletin boards. Those applying as a result of the announcement along with those who have .
filed'a voluntary application will be considered together with the basic eligibles in the minimum area of consideration. .
Vacancy announcements for professional positions will be posted district-wide. Those for non-professional positions !
will be posted commuting-area wide. | ‘
B. % :

Vacancy announcements will, as
1) Announcement number 72, 24
~2)  opening date R
3) title, series, and grade of the position

4)  geographic location of the pasition , b - . ‘.
5)  minimum area of consideration , . )
6)  brief summary of the-duties of the position : )

) minimum qualifications required

8)  selective placement factors, if any ‘ - . ‘

9) evaluation methods to be used »

10) statement of roster when applicable <

11) closing date, and .

12) statement of equal employment opporiunity T i

C. ' ) .

If a roster of best qualified employees is maintained for the purpose of making promotions, the following procedure will

be used: s N

1)  Ifitis projected that more than one (1) vacancy will occur in"any one classification and grade level in a six (6) i

month period, the Employer may maintain a roster of best qualified candidates for a maximum peridd of six (6) months. .

2) Ifarosteris to be maintained, the vacancy announcement will contain the fact that a roster of best qualified .

candidates will be maintained. ’ ’ v » . .

3)  When fewer than three (3) best qualified candidates remain on. the roster prior to thé expiration of the six (6) .

month period, a ranking panel will be convened to consider whether any of those highly qualified candidates whould be

placed on the best qualified list or roster. When the ranking panel has been convened and the highly ‘qualified list does

not yield sufficient best qualified candidates to bring the best qu4lified roster to a minimum of three (3) candidates, plus i

one (1) additional candidate for each available vacancy, a vac\é@announcement will be posted pr'lor'.to filling the vacant

position(s). . . o, ’ ’ ‘
66 . -
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w,gthixf the area of consideration for ‘which he is available. The E}nploxer agrees to consider, and Where possible, will
honor employees’ geographic preferences in making selections from a properly constituted f)est qualified list -When
an\ employee’s geographic preference has been honored, he will not be removed from the best qualified list

E. * -

) K An empldyce who .ﬁles"an'adva'nce application or appl/mvﬁan annouﬁced vacancy will Wposts of duty

loyee’s supervisor will certify the accuracy of a perfognance evaluation or issue a new performance evalua-
or any employee who is eligible for a promotion and whose evaluation is more than six (6) months old
|
Sfction 3. .
en filling vacancies in other than entrance level positions, employees who are on a properly constitited best *
qualified list will be selected to fill such vacancies in preference to all others, if such employees are as well qualified
as the others. It 1s understood that non-eniployee candidates must, in order to be considered, be on the best qualified
list.
Section 4. ) - €
A o : ,
The parties agree to the establishment of a fact-finding group to be composed of four (4) members appointed by each
~ party. The group will gather facts conceming*the present promotion and performance criteria and the general m=thods
- presently used for applying the criteria, ) :

’

B. o ’
)
The Bmployer will approve administrative leave for three (3) of the employees of the group appointed by the Union.
C. . *
“ - The group will be established by the parties no later than June 1, 1973, and will complete its fact-ﬁndin§ and report
. its findings no later than December 31, 1973, The Employer will consider the findings and consult with the Union,
. ’ ‘and will\ then establish criteria by March 31, 1974. . .
b. 7 T s
A Within thirty (30) days after the-establishment of the criteria, the Union may request negotiations concerning the
P application of the evaluation critena and whether there will be separate evaluation forms and their application if such
separate forms are decided upon. '
Section 5.
For professional employees:
A, . ) “'
. If the mlmmumaaéa of consideration and the voluntary applications da not yield fivé (5) best qualified candidates,
~the area of consideration may be expanded to service-wide.
B' Al L] . .

The Employer will appoint a ranking panel of three (3) to evaluate all eligible candidates to determine highly qualified
and best qualified candidates. .
. c o
The rank ordenng of candidates \by ranking"panels_will continue where it is presently thé practice.
D. . .
Each ranking panel will prepare a promotion certificate which will contain:
1)  Names of all candidates found highly qualified; . .
2)  names of all candidates found best qualified; ’ » .
3)  names of candidates submitted fo the sclecting official; - ) -
4) names of members of ranking panel; ,
5)  evaluation criteria and methods used to determine highly qualified and best qualified candidates; and
' 6) name of selecting official, ) .

-

L 4

E : 1

. . The names of all applicants and all eligible candidates will be made a part of the official promotion fjle.
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‘five (5) candidates with the highest rank order. .
2)  If the candidates off the best qualified list have not beeh rank ofdered, the selectmg official will receive a list . -
of all candidates on the best qualified list.

,h‘{. L3 )

F. : ) ~ :
Ry If the candidates on the best qualified list have been rank orde?the selectmg official wxll receive a hst of the X ‘

Section 6.
For non-professional employges: . :
A, - ) -

A management dfﬁc will be designated to evaluate the candidates to determine highly qualifjed and best qualified )
* Candidates. If th&minimum area of consideration does not yield three (3) best qualified candidates, the area of .
consideration may be expanded district-wide, Y \g R
B. < e ’
The rank ordering of candidates by the appointed management official will continue where it is presently the practice.

C. , . 1 .

A promotionlcertiﬁcate will be prepared whi¢h will contain: o N b
1) Names of all candidates found highly qualified;

2)  names of all candidates found bestqualified;

3)  names of candidates submitted to’selecting official; ‘
4)  names of management official who evaluated the candidates; ‘
*5)  evaluation criteria and methods used to determine hxghly and best qualified candidates; and, ,
6)  name of selecting bfficialn .

D. ’ .

The names of all applicants and all eligible candidates will be made a part of the ofﬁcxal promotion ﬁle

- E.

1) If the candidates on the best qualified list hav® been rank ordered, the selecung official will receive a list of the
“three (3) candidates with the highest rank order. - _
2)  If the candidates on the best qualified list have not been rank ordered the selecting official will receive a hst of ..§

" those candidates on the best qualified list.

. -4
Sectlon 7 L Y . v
Wher a selecting official is considering’ 4 group of best qualified candidates and narrows his choice to two (2) or more

candidates on the best qualified list he “determines fo be equally well qualified, he will select the candidate with the

greatest length of service. - .
Section 8. ’ ’ . ,

A . ‘
Upor selection and notification of a candidate for promotion, a designated Union Sfficial 1n each distnct will be timely

sent a copy of the promotion certificate previously given to the selecting official. The promotion certificate will ] ’
identify the selected candidate(s)» =~ - . - }

B. : ' - ]

* After selection of a candidate(s) for a vacancy(s) the promotion certificate will be null and void. ,

c. pa ‘

A designated Unjon official in each district may request annually a a schedule of authorized bargammg unit pos:tfons and .
such schedule will include a breakdown by classification series and grade levels, posts of dutx.;;ﬂfnumber of positions * )
occupied. . ‘ . i
Section 9. : : ’ '

An employee’s accumnulation of earned annual leave or sick leave will not be a factor in ratings for promotion.

4 v

Section 10. -
The Employer agrees to make reasonable efforts to return an employee to his former or like position, who, within the

last year, was promoted and subsequently demoted for inability to perform at the higher level.

~
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Section 11. ‘ i

An employee who is selected for promotion will have his'promotion become effective no later than one (15 complete
pay period following his selection. . - o )
. v - . .
Section 12. .
Any candidate designated best qualified who 1s not selected will, upon request, be entitled to tounseling. Counseling
. will normally be accomplished by the employee’s immediate supervisor. In those instances where the immediate super-
visor 1s not the selecting official, the employee may, upon.request, obtain additional counseling from the selecting
official. :
- : R ! ®
Section 13. *

.

The fact that an employee 1s the subject of a conduct nvestigation will not prevent or delay his promotion that would
otherwise be made, unless the Employer judges that such a delay.is necessafy to protect the integrity of the Service

4

Section 14, . L.

A,
In processing grievances relating to actions taken /undcr the terms of this Article, the contehits of a promotion file, ex-
~ clusive of evaluative matenal relating to employees other than the grieving employee(s), may be reviewed by the parties
. to assist them in their effqrts to resolve their grievances. The review of the file will be in accordance with the terms of
Article 31. . ’ .
B. - ’

In the absence of adjustment satisfactory to the aggrieved employee of any merit promotion action involving an em-

- ployee of the Unit which 1s determined to have been in violation of the provisions of the published promotion plan or

' this agreement, corrective action will be taken as*follows: . -
1)  If the employee was among the best qualified candidates and it can reasonably be determined that he would have
been selected, a promotion certificate which contains his name alone will be submitted to the selecting official for his
next available vacancy. ’ - . . ’ . ’
.2)  If the employee was erroncously omitted from the best qualified list and a roster is not presently in existenice, and
1t can reasonably be determined that he wauld have been selected, 3 promotion certificate which contains his name alone
will be submitted ta the selecting official for the next available vacancy. ) .
3)  If the employee was erroneously omitted from the best qualified list and 4 roster is presently in existence, the,

. ranking panel will be re-convened and the affected employee will be rankeﬁiq his preper order on the best qualified list

‘e L4
g

- : Article 8 - . .-
-’ ' - . Details

Section 1. .

The Employer agrees that an employee who is detailed to a position of higfxer grade for thirty (30) consecutive work
days of more wall be temporarily promoted and receive the rate of pay for the position to which he is temporarily
promoted, The Employer further agrees to refrain from rotating details of employees to avoid compensation at the

higherlevel. © | - .
LA ’
. Section 2, g ’ . . .
The detailing of personnel to lower graded positions is considered to be inconsistent with sound planning and manage-
. ment and wil}/be kept to an absolute minimum. However, the Employer may use details under 'the following circum-
stances: ) - : ) .
. A, . . .
| . When a temporary shortage of personnel exists; N
| 8 ‘ . 69 | 4 v
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B. ' - . : .
where an exceptional volume of work suddenly develops and seriously interrupts the work schedule, '
i o A : .

to fill temporarily the positions of employees on extended leave with or without pay; or .
D. ' N . ) .
other conditions of a specjal and temporary nature. ] ) o : »
L;i + ‘e - T - .

- Article 9 ’ e - L

. N . : o ’
‘ Performance Evaluation e .
An employee will be evaluated annually in a fair and objective mahner. The performance rating will be given only be the N
employee’s immediate supervisor who is immediately responsible for the employee’s work and who assigns, reviews, and ‘-
evaluates the employee’s work. . y B s S
. o N .
- . Ty ) >
Section 2. o ’ K - 8
A- . . e .
All current performance evaluations will be made available, and will be discussed with anemployee prior to their filing.
B. . .
An employee’s initials on a performance evaluation, where initialing is provided for, indicates only that the rating has
been discussed, and does not necessarily indicate an employee’s agreement with the rating. | 3 .
C. P b "‘. A 3 A .-
Upon request, copies of performance evaluations for the last four (4) years, to the extent they are available, will be .
furnished to the employee® . : - g
Section 3. - . )
The Employer agrees that within applicable budget limitations, special achievement awards will be made on the basisof .
merit The Employer agrees that statistics on the number of outstanding performance ratings or special achievement
awards and ?he numbér of such awards received by Bargaining Unit employees will be maintained by the Employer and
- provided to the Union on an annual basis as soon as practicable after the close of the fiscal year.
Section 4° o . . ‘ .
- A - ‘ . . . . -

The statistics concerning field enforcement officers’ performance maintained by the Employer for the purpose of fore-
casting and monitoring aspects of work planning and control programs will not be used as quotas, allocations Q- as " .
specific amounts of work that must be completed. ®
B.

The tax enforcement results of individual field ‘enforcement officers (including reviewers and conferees) will not be
accumulated and maintained as a regular statistic in such a way as to identify the product of 31y individual enforcement
officer. Provided, however, that the Employer may raise any question with an indjvidual enforcement officer about the
number of cases he has turned in during a specific period, the amount of time he Has been spending on individual cases,

or the1kind of results he has been getting.

C. o

Enforcement production records will not be used to establish individual quantity performance standards. None of the
foregoing will be used to compare one field enforcement officer with another.

‘ _ Article 10 o ‘ :

Acceptable Level Of Competence Determinations
. ot 4
Section 1. ‘ "
Acceptable level of competence determinations will be made in a fair and ubjective manner and will be mizde only on the
basis of the work requirements of the partigular position or specific work standards as may have been established by the _ .
. Employer for the position; provided, however, that a determination that an employee is not performung at an acceptable ‘
- _ level of competence will not be used to dispose of questions of misconducf.' il ’

v 3
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e Sectlon 2. - Th
. At least unety (90) days pnor tp Lhe date an emplo;,e’g 15 eligible for a 2 within grade merit increase, the Employer wxll

review the work of the employee. When a ;upemsops\Fvaluanon leads to a conclusion that the employee’s work is not
atan acoeptable level of competence, the supervisor will provzde to the employee m wntlng, atleast cighty (80) days
L . before the employee w'ehglble for the thlun gfade increase, the followmg
e LA e - R
An explana,gpn ‘of those aspects of performance in wlueh the employee s services fall below an acceptable Jevel, .

g -
. -

. eAdv:ce as to what the employee must do to bnng his performance {up to the acceptable level

.0 27 - ‘
- PO C: - x- coo. < 4 : ;
\ a statement that hlS pc':formanoe may not be detemuned as being at an acceptaﬁle level unless unproVemen! £ an accept- |
.able levelis shown; : o, . ~ - e A . |

D, ’ £, - , o s ,

. a statement 1hat he has a penod of sixty (60) days n wlnch to bring hlS performanoe up to an acceptable level . l
l
. . ‘

g

. ’ - e

Sectlon 3. ., . ‘ ’ |
At the end of the sixty (60).day period, but pnor to the employee s ehgfbxhty dat¥, the employee will be notified in ’ l]
wntingof the supervxsor s deterrmnation. If the emplogee s performance is acceptable, the sixty (60) day notice will |
_-be cancelled. If the empl ee's performance 15 ot at an acgeptable Jevel of competence, the Employer will noufy the
employee 1n writing that &Mﬂ\m grade morease will be withheld. The nonce will include reason. for the action and
wall.also inform the employee of his nght to reguest admmxsfrauve reconsideration, to whom the request should be _
made and the ume limit in which the employee may r,equest reconsjderation.

« 7. ..
= - B » - . . N .‘ \1

_ smlon 4. Y . ) -
: ‘ - An employee who-is rated sansfactory but 1s denied a Wlthm grade increase because his performance is ftot at an accept:
L able level, will not be demoted or removed salely for that reason during the twelve (12) month perfod immediately
-7 /- following the finding that he was oo_t pexfOrming at an acceptable level. ', -
) ¢ . e A
e ' | -+ Article 11 ) ‘ -
.. - Assignment Of Work
. - o
Section™1. ¢ ¢ : -

The Employer will retain se{ected workloads when revenue officer case assignments are unmanageable.

Section 2. ' : . ) .

When a group 1s without a group clerk due to absence because of sickness, matemxty ledve, or for other au!honzetl rea- .
sons for a period 1n excess of two weeks, the Employer will make reasonable efforts to utilize a temporary replacenfent
within the scope of the Employer’s authorized financial plans, or when this remedy is not available will deal with the

problem through the use of avallable employees

s

.

© Article12 , "

Training

“ .

(X3 -

Section 1.
i The Employer and the Union\agree that the training and development of employees within the Unit is a matter of sxgmﬁ
e cant importance. In conjypction with this goal, the Employer will,"as funds permit, make available to all employees the
. tramning he deems necessary for the performance of the employee’s presently assigned duties or proposed assignment The

Employer agrees to e,ncoocr‘age and assist employees in plannmg and following a plan of self developmen/t

M
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Section 2. * ] o - . ,
‘Fhe Employer will maintain information and furmnish eouncelmg and guidance about suitable and available educauonal

resources. The Union, on its part, will encourage employees to take adyantage of spitable self-development opportunities.

The Employer will make available to employees current listings of State University correspondence courses and after

hours in-service courses. P L e

Section 3, e . ’ .

The Employer agrees that, when .an employee is reassigned to a position as a result of hus former position being ehmmated

trarmng determined necessary will be given the employee to enable him to perform the dunes of the new posttion. .
Sectron 4. T e ) ' R

The Employer agrees to partral rermbursement to the employees who take JOb related CPA, bar review, and other Joh
related COurses The rermbursement will be subject to the Employer’s budgetary Yimitations. —— S - -

. Section 5. AR : S ’ ' .
When training is given pnmanly to prepare employees for advancement selectron for the trauung will be made under the
competetrve promotion procedures iricluding those contained in this agreement

Article 13
Position Classification ' ' '

. - . ’

]
-

~ Section 1. - .
The Union may ‘make recommendatrons and present supporting evidence concerning thc adequacy and equity.of a
standardized position descnptron or position &mf' cation standard. The Employer agrees to review the presentation
and advise ghe Union of the results of its review. . - : . . - Y

- " lf . . Y ] o : .
3 . - - - S
Section2. - H - - - ! e, W

The Employer agrees to qllff)rm the Unron as soon as possible when slgmf' icant changes will be made 1n the duties and : - s
responsibilities of posrtrohs held by employees in the unit due to reorganization or when changes in pusition classification

standards result in classrficatron changes or when changes will be, made in position classification standards which could Co
result in classification changes The Employer further agrees to fumish the Union copies of propused classification . . .*
standards for Bargamrng Unit jobs referred to the Employer by the Civil Service Commiission for comment ’

i
/

Sectron 3. . . . .
The Employer agrees that the position descnptrons for each position will accurately reflect the actual dutres ol' the em. o
ployeefilling that posmon ’ . i "‘“ﬂ#v ] .
Section 4.

An employee who has satrsfactonly perfomred the duties of a higher grade more than fifty percent (50%) of his work

time during the preceédmg twelve (12) ntonth period as a result of circumstances other than a planned management

dction will be reclassrf' ed to the néxt higher level if it is reasonably expected that such employee will continue to perform

higher level duties for more than fifty percent{50%) of his work time. The Employer further agrees that work will not be v

reassrgned for the purpose of avordrng reclassification. -

{ r - >

. : “  Article 14 -~

. Faciliti‘eﬁ And Services L

! ' - - Y
Section 1. ) ‘o : :
It is agreed that upon advance request by the Union, the Employer will provide meetrng space ds available for meetings
after hours. It is agreed that the Union will comply with all security and housekeeping rules in effect at that time and :
place . ‘

o ‘ 10 : . CM VI-2
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Section 2. S - *ﬁ ) .
A . .
The Emp]oyer upon appropnate advam,e request will provide the Union, when avaﬂable, a meeting rqorggfor the follow-
ing purposes: ~ . - .
1) " Preparing or dlscumng a grievance; or . o .
2)  preparing for meetings with the Employer; or ) , ' . *
3) conductmg informal discussions to carry out the goals and bbjectives of the State labor ‘managément relations law,
B. . .- ’
The Employer wll prowde ea\.h mstallauon with,a metal four (4) drawer lockable file cabmet for the exclusive use of the
Union. ° . : .
section 3-' . . .
A -

The Employer agrees to provide the Union with dne- thurd (1/3) of each official bulletin board for its exclusive use under
aheading entitled “Government Employees Union.”” Material to be posted on the boards withodt prior approval will be
as follows. all meeting notices, notices of nommations and elections of officers or stewards, notices of social activities

. sponsored by the Union including group travel plans, etc., listings of the officers and stewards of the Union. The Union

v

agrees that the postings w1ll not contain editorial content, pictorial or written. )

B. ) -

Matenal which 1s not political 1n nature and does not reflect on the integrity or motives of any individual, agency, activity
of the government or other unions will, after review by the Employer, be posted.

C.

The Union may distnbute materal to an employee before and after scheduled working hours or in tite non-work areas ,
dunng scheduled working hours. . L .,

Section 4. . -
A. L}

The Employer will inform the Union when training is being provided to employees.”
B. :

A Unigs representative may address members of a training class during their noridaty hours,

Section 5. ) . -
A .
A copy of this agreement will be pnnted in booklet form and given to each new employee in the Unit. These employees
will.be encouraged by the Employer to familiarize themselves with the content of the agreement.
B. -
The Employer agrees to have sufficient copnes of this agreement pnnted in booklet form to distribute to each member
of the Unit. ’

. .

Section 6. .
The Employer agrees to list the name, office te]ephone number and home te]ephone number of the Union President and

Chief Steward of each district in the Employer’s telephone directory.

Section 7.

A - C |

The Employer agrees to furnishsemi-annually to the Union, for its internal usé only, a list of emp‘oyees which will con-
tairi the names, grades, position titles, and posts of duty of all employees in the Unit. ’

The Employer agrees to furmish monthly a list of all new emp]oyees in the Unit which will contain the names, grades,
position fitles, and posts of duty. . -

-

.73
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Section 8. ) ' © '
The Employer agrees to provide one (1) adding machine for each four (4) revenue agents provided, however, that there
will bg.at least one (1) adding machine per post of duty and one (1) portable adding machine per group.

A
L3

Section 9. >

A. i ’

A GEU.State representative upon reasonable advance notice may visit the public areas of any post of duty mantamned
by the Employer to discuss appropriate Union business with employees who are members of the Unit.

B. . .

The Employer agrees to provide to a GEU State representative a meeting room on the Employer’s premises when 1t 1s
necessary to discuss any matter surrounding a potential grievance, grievance, disciplinary action or other appeal action.

. : .
Article 15
Equal Employment Opportunity . : .
Secti'on 1. - - ‘

A - .
Each district will establish an Equal Employ ment Opporturuty Committee to be composed of a fumber mutually agree-
able to the Employer and the Union provided, however, the parties will strive to select a majonity of the Committee’s
members from minorities.
B. . .
One-half of the Committee will be members selected by the Union, and one-half will be selected by the Employer.
C.
The tenure of office of members of the Committee will be two (2) years.
D. : 5 . .
During r.h‘e/ﬁ( st year of the Committee’s hife, the Union will select the chairman from among its members, and the Em- :
ployer will select the vice-chairman. During the second year of the Committee’s hfe,  the Union will select the vice-
chairman, and the Employer will select the chairmart. *
E. : * /
It will be the function of the Committee to advise the Employer in the development and implementation of an action -
plan. The action plan will concemn itself with matters of race, coler, religion, sex and national origin. The Committee °
* will also be responsible for reviewing the progress under the action plan and reporting its findings to the Employer.

«

Section 2,
Each dsstrict will have Equal Employment Opportunity Counselor(s), the number to be determuned after consultation
- with the Equal Employment Opportunity Committee. ‘ ) .
.+ Section3.’ :
The Employer will select the Equal Employment Opportunity Counselor(s) from a list of nominees who have been
_ selected by a majority vote of the Equal Employment Opportunity Committee. 2
gt ‘ t ‘ ’ 0 ’ - ’
s N . o, Article 16
'&%“ : .
¥ A . Annual Leave -
Ch R . .
"Section 1
A. ’

The Employer agrees to grant annual leave 1n a manner which permits each employee, if he wishes, to take at least two
(2) consecutive weeks of annual leave each year unless permitting such leave causes a severe work interruption. ‘

%

¥ '
- |
‘flm later than September 15 of each calendar year, the Employer will inform each enjployee of his or her.annual leave .
balance and will approve leave requests made for the purpose of avoiding unintended loss of leave unless permitting such
; leave causes a severe work interruption. . . .
Ch .

. ) <12 CM V12
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C.

In the event of a confhct of annual leave requests among employees at a‘given post of guty, length df service will govern.
- .

Section2. ) ‘

‘ The Employer may approve a change in the selection of leave time provided another employee’s choice is nat affected.
Section 3. : ' )
The employee wil| be granted annual leave jor a work day which occurs on a rehg;ous holiday unless such request causes
a severe work interruption, .
Section 4

An employee will be granted annual leave o leave without pay for up to five (5) days in case of death in the immediate
farmly S

I

Section 5.
The Employer agrees to authorze annual leave or leave without pay to Union officers or theur designees for attendance
at any Union sponsored conventions, meetings or other Union business. - -
" - Article 17
R . ‘
Maternity Leave
Section 1. y . ©, . 5

An employee may be absent from work up to seventy (70) consecutive work days for matemlty reasons. She may choose
how and 1n what order such absence will be recorded - sick leave, annual leave, or without” pay leave — to the extent she
has available annual and : ick leave time. She may use all, a part, or none of her available annual or sick leave time. Any
absence in excess of available annual and sick leave time will be recorded and treated as without pay.

Section 2,

The employee may also choose when these seventy (70) days of absence will begin. On the employee s request and
personal certificate, absenoe will be charged to sick leave time to the extent available. However, if her absence begins
more than forty-two (42) calendar days before delivery date, and she wants to charge the early portion of the absence

to sick leave, that portion of the absence preceeding the forty-second day before delivery must be supported by a medical
certificate. Likewise if her absence continues beyond the fifty-sixth calendar day after delivery, the portion of the
absence continuing beyond.the ﬁfty«sxxth calendar day mugg be supported by a medical certificate if it 15 to be charged

to sick leave time.

Section 3.
The Employer may request a medical certificate from the employee if the employee works up to less than forty two (42)
calendar days prior to delivery or sooner than fifty-six (56) calendar days after delivery.

Section 4
The minimum penod chargeable to any one kind of leave time dunng the seventy (70) day penod will be one pay period,
or in the case of annual or sick leave, the available leave time, whichever is less.




L] / * -

Article 18 .-

: ~ Sick Leavg o Lo

Section 1. .
Employees will eam sick leave in accordance with apphcable statutes and tegulanons

Section 2. .
" Approval of sick leave will be granted to employees when they are 1ncapac1tated for the performance of their duties.
Under certain circumstances involving contagious diseases as set forth in applicable statutes and regulations, and for
medical, dental, or uptical examination of treatment when required and requested prior to beginning of absence, sick
leave will also be approved. Notice of unanticipated sick leave not requested in advance will be given by the employee
to his supervisor as soon as possible, and in no event later than two (2) hours after normat time of reporting for work
on the first day of absence. If the degree of illness or injury prohibits compliange with the two (2) hour limit, the em-
ponee w1ll report his absence as soon as possible.

~
Seetlon 3 .
A, -
Employees will be required t¢ furnish reasonably acceptable evidence to substantiate a request for approval of sick leave
if the sick leave extends three (3) consecutive work days.
B.
Employees will not be required to furpish a doctor’s certificate to substantiate a request for approval of sick leave for
sick leave periods of three (3) consecutive days or less unless the Employer has given written notice to an employee
that for a stated penod (not fo exceed six (6) months) he must fumish a doctor’s certificate for each absence fromh work
which he desires to charge to sick leave. -
C. . . o
Employees who, because of illness, are released from duty, and are not subject to the restrictigns of B, will not be re-
quired to fumish a medical certjficate to substantiate sick leave for the day released from duty. Subsequent days of
absence will be subject to the provisions of A and B above.

~

Article 19

Leaves Of Absence
The employer agrees to approve leaves of absdance of seven (7) employees for the purpose of serving in full ume elective
or appointive positions with the Union sybject to the following conditions:
1)  The term of the leave of absence for an elected official will be four (4) years to run concurrently with the term of
the office. Leaves of absence for elected officials will be automatically renewed by the Employer upon notification that
an elected official has been reelected.
2) _ The term of the leave of absence for an appointed official will be two (2) years. An affected individual will have
his leave of absence renewed for one additional two year period upon request.

H
o Article20 K :
Administrative Leave

° Section 1.

A. . . ,

As a general rule, the Employer agrees that when the voting polls are not open at least three (3) hours either before or
after an employee’s regular hours of work, he may be granted an amount of excused leave which will permit him to
report to work three (3) hours after polls open or leave work three (3) hours before polls close, whichever requires the
lesser amount of time. '

~ 76 ‘.:*
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. .
t -

8.

Under exeeptmnal circumstances where the general rules do not permit sufficient time, an employee may be excused
for such additional time as may be needed to enable him to vote, depending upon the particular circumstances in
his individual case, but not to exceed a full day.

Section 2, |, .
A, , . .
The Employer agrees that whenever it becomes necessary to close any post of duty within the djstrict because of incle-
ment weather or any other emergency situation and to grant administrative leave to those who are excused because of
the emergency, reasonable efforts will be made to inform ail employees by private or public media.

B. °

When emergency conditions described above exist and the office is not closed, the Employer agrees to grant administra-
tive leave for tardiness to an employee who Was delayed. The Employer further agrees that an employee who was absent
due to such emergency conditions will be granted adminustrative leave provided he supplies the Employer with reasonably
acceptable documentation that the emergency Qonﬁiuon existed for the major portion of the day and prevented his
attendance, and that his reasonable efforts to report were unsuccessful .

Section 3; - i

A. | _ ' : . ..
An employee will be granted administrative leave to attend a tax audit which is required as a condition of employment.
B. v

An employee will be granted administrative leave to attend a dlscussmn of his own tax affairs wnh a member of the

‘Inspecuon Service.

'Seetlon 4,

The Employer agrees that Revenue Agents, Estate and Gift Tax Attom/eys, Revenue Off icers and Tax Auditors not
admitted to any bar or licensed as a CPA within the United States or its possessions will be granted admunistrative leave
four (4) times to the extent necessary for the purpose of takmg bar or CPA examinations. Such administrative leave
grantq will be extended to include the time for necessary oral interviews. ~ .

The employer agrees to grant additional administrative leave for this purpose to the above described employees who
have shown reasonable progress toward achieving success in passing the applicable examinations.

»

E ‘ v Atticle 21
Health And Safety

S/OCﬂOn 1 ) 5
The Employer will, to the extent of his authority, provide and mamtam safe working conditlons for all employees. A.
safety representative will be designated for each post of duty of more than ten (10) employees who will be responsible
for reporting any hazardous or unsafe conditions obsegved by him or reported to him, to the district safety officer. The
Employer will initiate prompt and appropriate action to correct any unsafe working condition which is reported to him
or observed by him. There will be a quarterly safety inspection of all areas occupied by the employees. The Union may
designate a representative at each post of duty who will participate in.quarterly inspections.

Section 2. : .
The Employer will make free “flu shots™ available annually on a voluntary basis to all employees of the unit.

. /
j . B o
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Section 3. . . ‘

The Employer,and the Union recognize the importance and advisability of periodic physxcal examinations for the well
being of employees and further recognize that such physical examinations would contribute to the efficient operatlons
of the Employer. In keeping with the foregoing, the parties agree to schedule the question of physical exammatlons as
an agerida stem for discussion at consultation meetings to be held at the level of the State Office. These dlscusszons will
include consideration of the type of physical examination which would best meet the need of employees and Employer
as well as the related questions of cost feasibility and problems of implementation.

- »,

~
v

Section4. .
Where full health facilities are not available on the premises, the Emp]oyer agrees to provxde first aid kit(s) and to designate
an employee(s) from among the volunteers to maintain the kit(s).

Section 5. A
A, .
An employee will not be required to operate a motor vehicle known to be unsafe.

, B.
The Employer will obtain, whenever possible, automobiles which are equipped with air conditioning.

Section 6. -

If an injured employee is sent to a medical facility for treatment the Employer and the affected employee agree to accept
the determination made by competent medical authority at the facxhty as to whether the employee should return to work.
Section 7. - B . . ;

A, ' - : .
Whenever it is necessary for an myee to leave work, because of serious illness or incapacitation and where the necessary
first aid treatment is outside the competnce of the health service staff and facilities, if any, the Employer agrees to arrange

transportation to a nearby physician or suitable medical facility at the request of, or on behalf of, the employee. The . .
Employer agrees to pay for such transportation subject to the right of reunbursement to the extent paid for by the em-
ployee’s health beneﬁt plan, if any. . .
B. ¢
* Whenever 1t is necessary for an employee to leave work and return home because of 1llness or mcapacxtatlon, the Emp]oyer
* agrees to arrange transportatxon, if possible, at the employee’s request.

a , Atice22 L N

Hours Qf Work ‘ , ’ .
Section 1. : .

The normal scheduled work week will consist of five (5) consecutive eight (8) hour days, Monday through Friday.
4

Section 2, ' -
The Employer may establish special tours of duty not to exceed eight (8) hours a day or forty (40) hours a week to
‘enable employees to take educational courses at their expense.
. v
Section 3. ' - ; i
Prior to implementing a general change in any regularly scheduled work week, the Employer agrees to consult with the
Union, as far in advance as possible.

: /
- | . ~  Article 23 ‘

Overtime .o ‘
;s ' N
Section 1. . * ‘ . ‘ -
The employees who are required by the Employer to work ovettime will be compensated in accordance with applicable
s3and regu]atans o

\‘l
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Section 2.

A,

Overtime will be distnbuted as equrtably as possible among qualified employees. First eonsrderauon for o%e will be
given to those employees who are currently assigned to the job. -

B.

An employee will, upon request, be released from an overtime assignment if a qualified replacement s available and willing
to work.

C. '

The Employer will make available to the Union, upon request, current tecords of overtime assrgnments of employees to
aid in resolving individual claims of unfair and inequitable distribution.

D. .

l -
Management wall, when circumstances perrmt, noufy an employee three (3) days in advance of scheduling an overtime
assignment. .

|
l
|
|
l
|
|
|
|
|
¥
|
|
|
|
l
|
|

. ( Article 24

Personnel Records .

Section 1.

Each employee or his personally designated representative wrll upon request, have access 1o copy or photocopy a docu-

ment with the exception of records restricted by the Civil Service Commission which appear in the Official Personnel
' Folder. Such examinations, copying or photocopying will take place in the general presence of those having custody of
- the folder. g -

y -

. . Section 2.
No record, file or document which is not available to the employee or his persunally designated representative for inspec- _
tion will be made available to any unauthorized persons for inspection or photocopy. Such information will be made
available to authorized persons only for official use as provided for in the Personnel Manual.
‘ . Section 3. s ‘ P ‘
Official Personnel Folders, including records mamntamed by employees supervisors, will be purged in accordance with
current applicable regulations, provided, however, an emmiployee may at his or her option request that a clearance letter
be included or removed from his Official Personnel Folder. J

.
-

Section 4. -
The Employer agrees that files maintained by supervisors or braneh chaefs, if any, will not contain material wlueh may
» have an advesse effect on an employee’s performance evaluation and/ogf promouon rating, unless the affected empluyee
-~ has been made aware of the presence of such material. _—

.
N B -~

N

Article 25
Reduction In Force . D :

Section 1.

The Employer agrees to notify the Union of any reduction in force as far in advance of notification to affected cmployees
as 15 possible. The mformatron to be furmished the Union will be the competitive levels initially affected, the number of
employees involved, the proposed effective date and the reasons for the action.

» .
‘ Section 2. .

The Employer will consult with the Union on efforts to minimize adverse effects on employees.

Q ' 1 :
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Article 26 []
‘ . Notices To Employees

Sectlon 1. . < -
. An employee who receives from the Employer a notification of an unfavorable or potentially unfavorable qctxon will
sxmultaneously teceive a copy of such notification which states at the top of the first page in capital letters. “THIS
COPY MAY AT YOUR OPTION BEF URNISHED TO YOUR UNION REPRESENTATIVE ” ;
Section 2. | - 4 /
@: Union and the Employer recognize that employees should be informed of their rights and beneﬁts Accordmgly 1he
ployer agrees he will notify employees periodically on matters iﬁcluded but not limited to the following. )
A. Incentive awards;
"#B. health and safety; ,
C.  annual and sick leave, and leave wnhout pay;
b. promotion plan -

[ Ll
.

Section 3. :

The Employer agrees to dlstnbute to each incoming employee within the Unit an announcement card pninted as follows.
Government Employees
Union

District No. ’

The exclusive employees’ representative for all eligible employees is the Government Employees Union. So that the
Union may provide maximum service to employees, GEU invites you to furnish the following information on this self-
addressed and postage-paid cardj';g;

Nanie- : .
Last '
§
Address*
Number Street City State & Zip
SS No. Home lghone: Division; Branch:
GEU Member: Yes: No Dues Paid By: " Withholding 3sh
GEU Insurance: Life Accident Incofme Name Of Spouse;
Section 4. ‘ _ .

Each employee will be furnished on a quarterly basis a statement showing the total cumulative yearly earnings and total
o cumulative deductions in each category. .

. ’ Article 27
. w ' ' Travel * "/ j
v ,«"%\

A,

The Employer agrees, if practicable, to schedule and arrange for travel of employees to occur within each employee’ s
standard work week. :

B' * v . ’

When travel results from an event which cannot be scheduled or controlled administratively, such travel is hours of em- .
ployment for pay purposes. The parties agree that disputes arising under this subsection may be adjusted through the
use of the grievance procedure provided herein. The Union agrees that any such dispute will not be subject to the arbma
tion provisions of this agreement.

.

.
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Section 2. ~
A. ] - _ -
Travel advances will be made available prior to the date of departure, to those employees who make timely application.
B. : a .

In cases of emergency job related travel, the Employer will attempt to accommodate a traveler needlng an advance from
the Imprest Fund. . T

o«
L

Section 3.

The Employer agrees to reunburse employees when in a travel status for per diem and mileage expenses incurred by them
in the discharge of their official duties to the extent that: '

A, o .

The normal per diem will be the avetage of a traveler’s lodging cost for the voucher period plus ten dollars ($10) for
meals and miscellaneous expenses up to a maximum of twenty-five dollars ($25) per day.

B. .
Actual expenses up to a maximum of forty dollars (§40) per day will be allowed when the followmg conditions have
been satisfied:

1)  The traveler has no reasonable alternative but to incur a lodging cost in excess of $18.75 per day, or the aSSIgnment

_ felates to unusual arcumstances where per diem allowance would be much less than the amount required to meet thie

necessary subsistence expenses of the traveler; and

2)  The immediate supervisor has examined the traveler’s proposed expenses and preliminarily determined their reason-
ableness, and prior authorization has been obtained from the official empowered to grant same.

C - “

1)  When use of a privately owned automabile for official business is advantageous to the government (n is expected
that employee will travel less than 13,500 miles annually) the employee providing such automobile w1ll be reimbursed at
the rate of 11¢ per mile. [

2)  When it is reasonably determined that an employee is a high mileage driver, i.e. it is expected that he will drive at

_-sleast 13,500 mules annually and that a government vehicle is available for his use and such employee elects to use his own
 automobile for official business, he will be reimbursed at a rate of 9 ¢ per mile.

3)  When an employee has colxpnutted himself to use a government vehicle and such is available for his use, and the
employee elects to use his own automobile for particular trips, he will be reimbursed at the rate of 5¢ per mile for such

- trips.

< iy,
Section 4. |,
A ‘
When the Employer makes avallable housing for the employee, the employee will have the option, except in unusual cir-
cumstances of remaining in the Employer provided housing or of securing other housing. If the employee elects to
secure hus own housing, absent unusual circumstances, his per diem reimbursement will be as provided in Section 3 above.
B.

. Unusual circumstances sufficient to justify requiring an employee to use Employer supplied facilities are not present when
an ordinary benefit to the government, such as economy or the ready availability of personnel is the rationale. Unusual

circumstances are present under the following circumstances:

1)  The employee is participating in an investigation that requires his presence in the quarters at all times; or

2)  The quarters provide the only place of lodging reasonably close to the employee’s place of duty, so that daily travel
to and from another place of lodging would be impracticable; or

~3)  The employee must keep 1n his possession highly valuabl,e«:qulpment or classified material whose security would be

endangered if removed from the quarters, or
4)  The official who authorizes the travel or training detenmnes that utilization of quarters furnished by the government
is a necessary and integral part of a particular mission or training course.

-'81' L - R
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When a determination is made that unusual circumstandes exist requiring an employee to use government eating and/or
lodging facilities, each employee concemed will be 5o notified, in wrjting, before he begins the travel This notification
will identify the days affected, will explain the fieed for the use of the facilities, and will mform the employee that his

_per diem will be reduced even if he uses other facilities.
Section 5. ) : ' ' *
An employee who is assigned to training or duty away from hjs regularly assigned post of duty, and who elEcts to return
home during non- work days will be reimbursed for travel not to exceed the amount reimburseable for the per diem had \
he remained away from home. :

/

Article 28

Transfers And Reassignments '
Section 1. ) ' g .
Transfers and reassignments will not be used in lieu of discipline. When an involuntary transfer or reassignment is neces- -
sary due to a staffing imbalance, the employee at the affected post of duty with the least length of service who meets
the position requirements will be transferred.

. A

Section 2. . N
A,
The Employer agrees that where an employee has been transferred due to abolmon of his posxtion he will be given pre-
ference, if that position is reestablished within one year and he applres for the position within ﬁftee{(ls) days after

written notification to him of its reestablishment. . L,

- B.
It is in the interest of the govemment to retum an employee who applies to his former position at govemment expense .
whenever possible. . ‘ .
C.
If there are two or more applicants for the reestablished position, the applicant with the greater length of service who )
meets the job requirements will have preference, - \

- Section 3. d -

The Employer agrees to give affected employees fifteen (15) days and when possible thirty (30) days written nouf' ica
tion of reassignments to a drfferent post of duty.

Article 29 . . -

~ o

[Retirement

Section 1. ,
The Employer will provide a retiremeiit planning program to be made available on an as,needed basis, but not more fre-
quently than annually, in which all employees in the Unit nearing eligibilty for retiremenit may voluntarily participate.

It will include individual counseling assistance, information material and/or group information sessions. /.

. ' Article 30 v L

I Miscellaneous Provisions . .

. s . =

Section 1. : o ' oy -

The parties agree that en')ployees should be given the opportunity and encouraged to participate in the United Fund ‘
Campargﬁ United States Bond Drives, Blood Drives and other wortl)y programs. i The Employer and the Union agree

|
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that partiupation will be on a completely voluntary basis. Thus does not preclude general pul:licity of the programs by

the Employer. It1s further agreed that all encouragement will only be permissible when given to groups of five (5) or
more employees. However, in those instaries due to the size of posts af duty, employees absence or new employee
orentation, 1t may be necessary for the Employer to discuss these programs below the aforemenuoned levels.

-

It 15 also agreed that the immediate supemsor may not collect pledges or contnbunons by an individual employee under
his supervision.

Section 2.
The Employer will notify a deceased employee’s designated next of kan of any benefits to which q}ey may be entitled,
and assist them i filing the clamms for unpaid compensation, including lump sum leave payments and any retirement,
insurance of social security benefits and further agrees to assist, when necessary, in the. preparation of tax forms.

__{ ’ . /—\
. . . Article 31
’ . Disciplinary And Adverse Actions. R ’ ,

Section 1. ' : )
A B R )
A disciplinary action, for the“purpose of this Article, is defined as an oral admonishment confirmed in writing, a written
reprimand, or a suspgnston for thirty (30) days or less. An adverse action, for the purposé of this Article, is defined asa*
reduction in rank, grade, or pay, a separation, a suspension for more than thirty (30) days. or a furlough without pay.

B. .

This Article applxes to Barganing Unit em'plbyees who have comple ted their probatronary period.

€.

No Bargammg Unit employee will be subject to an adverse or drscrp}mﬁam except for reasons which will promote
the efﬁcrencyro‘l"t"he Service. ‘ N S )
D. ) -

#A meeting between an employee and his supemsor and/or other line management officials during which the principal
topic of discussion 15 discipline or potential drscrplme will entitle the employee involved to request to be accompanied
by hus Union representative dunng such meeting. If such a request is made, the supervnsor or other line management

official will hondr the request. _ ~ - .
Section 2. ‘ T
A, » . . la

In ail cases of proposed adverse action, the employee will be given written nom.e of the specific charges which form the
basts for the proposed adverse action thirty (30) days in advance of the action. The employee will be gjven an opport-
unity to respond orally and/or in writing to the charges prior to a decision on the charges. The response may mclude
written statements of persons having relevant mformatiomconeemmg the charges

B, -
An employee will have the night to raise lack of rfgcessary training as a defense to a disciplinary or adverse action.
c. . - ’ T,

. The Employer agrees, exeppt in cases of emergency suspensions related to adverse actions, to provide employees
« fifteen (15) days advance notification of suspensions of thirty (30) days or less.

Section 3. a g

An employee will, in an adyerse actien or suspenston for thirty (30) days or less and upon request, be furnished a copy
of that portion of all wpttén documents which contalh evidence relled on by the Employer which formed the basis for
the charges An ployee  upon request, wﬂlalso be gryen a copy of the Employer s app@al file concerning any adverse

, % g3 ' . OMwI2
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An official wha sustains the proposed charges agamst an employee 1 an adverse actionewill set forth hus ﬁndmgs with
respect to each charge and specification agamst the employee in his notice of decision. ¢

.B. e .

" An employee against whom charges jre sustained may appeal the decision on any basls allowed by applmble laws ang .
regulations. ) . .

C. ' / Ce * » -

(An employee dissatisfied with the decision may, with the concurrence of the Union, appe.al pursuant to Article 32, exoept
that the following matters will not be subject to arbitration: .
1)  Bribery or attempted bribery; e '
2)  misappropriation of government funds or seized property ( o N .
3) embezzlement; and, ' ‘
L4 f tion of a fg\bnal fact in am employment application, which, if such fact had been known would have pie-,,
vented the é%ployee fr eing hired for the position for which he applied. ~ . T,
D.
Matters which T tnay otherwise bé appealable to advisory arbitration may not be processed under this Article or Arncle 32
if the matter is pending before a court or the employee is under arrest, mdlctment or mformatron,, , -

\ .

” . . , - .
N R ¢

Section 5. ’ i ’ - ‘ ‘ t,
(Y - .
A, . * .
If an employee is the subject of an adverse action for reasons of inefficiency and the émployee files for dlsablhty retire-
ment, the Employer agrees to stay the action for a reasonable period of time, to allow a determination to be made con-
cerning the disability retirement. If the Employer at any time determmes that the application for disability retirement ..
has no reasonable probabrhty of bemg approved, he may process th -action. ‘,
B. . “ N ’ . . .
- If the Civil Service Commrssron approved the applrcatlon for dlsablhty retuement of an employee covered by, A above, . .

the employee, at his option, may use his available sick leave.

K

»
)

Section 5 1 ¥ . ‘ L S
A - . .
An employee dissatisfied with the Employer’s decision pn a dlscrplmary matter as deﬁned in Sectlon 1 of this Artlcle .
may file a grievance. pursuant to Article 33 of this Agreement. . - .
B . ~ ’ P
Adverse decisions rendered in St p 4 of- the grievance procedure may be appealed to arbltratlon‘as prov;tded in Article C
34 under thie following conditién

~ 1)  The Ugion notifies the ofﬁoe of the District Director by eertified mail within twenty-one (¥3)) days of the decrsron .
of its desire to appeal, , . ,
‘2)  the burden of proof will be substantial evrdence, ’ .

3)  the arbitrator’s authdrity will be lunlted to affirmation or reversal of the Employer s gction, and will b€ advrsory
in nature; - SN .
’ 4) upon recommendation ofa reversal the arbitrator may further recommend that the employee be made whole'to » Y
. thé extenit Such rel’nedy is not limited by statute or regula\tron .
. o .' \ ) o "
A : B \ b
St S . Article 32 . ) e N
. ) ‘ 1 N
SRR © | Advisory Arhitration Of Adverse Actions co ' : .

.
. L. . . )

Sectcon 1.

When arbitration is mvokeg the partles will,within ten (10) work days, request a hst of five (5) Arbitrators from the
Federal Mediation 4nd Conciliation Service. The parties will meet within ten (10) work-days after receipt of the lisg to
seek agreement on an Arbiirato:. If the parties cannot agree on an Arbitratgr, the Employer and the Union will cach
strike one name from the list altemately until one name remains. The remammg person will be the duly selected Arbi- .
trator, » N
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*of evidence as the circumstances warrant. Copies of at'”ﬁdavits will be made available to all parties-concersied.
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S_ection 2. ' ’ i ‘
T A ) ) v . ]
When Advisory Arbitration 1s invoked, 1t serves as an alterate to the Employer’s appeals procedure, and the employee
must choose one*procedure or the other. R M
B. ’ »

If the employee chooses Advisory Arbitration, he isentitled to a HeAring before the Arbitrator.

Section 3. i ’ 5 -
A. ’ .

Hearings are admunustrative proceedings and not court proceedings. An Arbitrator will explain the procedures to be
followed by.both parties at the outset of the Hearing. :

B. _ e .

Rules of evidence ate not ;ipphed stnctl);, but the Arbitrator shall exclude irrelevant or unduly repetitious testimony.
C. v ’

Testimony lis under Qath or affirmation. ) . R .
D. ' . ’ A B
Decisions on the admissibility of evidence or testimoﬁy will be made by the Arbitrator. R
The Arbitrdtor will give the parties, opportunity to cross-examine witnesses who appear totestify.- ) , -
F. ) . )
The Arbitrator may exclude any person from the Hearing for contumacious conduct or mistie’hqvior that obstructs the .
Hearing. o ’ i . | . 3
3 7 . N * .
Section 4. .o ’

Attendance at a Heanng is imited to persons determified by ‘the Arbitrator to have a diréct oomf_ection with the appeal.
Witnesses normally shoul&be present at the Hearing only while testifying and should be permitted to_‘testify only in the

*presence of the employee oy his representative and the Employer’s representative. )
‘ 1.

K

Section 5.

A. * -

Both the employee and the Employer have the right to produce and cross-gxamine witnesses.

B. - , ) .o )

Witnesses should be called on the basis of the relevancy of their actual knowledge and not on the basis of suspicion,
allegation or rumor. Personnel who'investigate the case need not and.should not be Zalled unless they witnessed actions
contamed 1n the charges, or their testimony is otherwise relevant in the same manner that testimony of other witnesses
would be relevant. The Arbitrator will determine which witnesses have relevant téstimony and will make decisions on
the admissibility of evidence and testimany. - ‘ . (
C. ’ .- * '
The Employer will make employees available as witnesses when requested by the Arbitrator to do so after consideration

of a request by theemployee. If the Employer determines that it is not administratively practicable to comply with the
tequest of the Arbitrator, it will notify him in writing of the reasons for that determination. This document will be
made part of the offical record. it in the Arbitrator’s judgment, compliance with his request is essential to a full and

fair Hearing, he may postpone the Hearing until such time as the Employer complies with his request. '

Imon submission of reasonable proof to the Arbitrator that a witness who has personal knovxicdge of the facts involved
S&ight be physically present, the Arbitrator may accept affjdavits. The Arbitrator should accord the weight to this type —
Employees who appear at a Hearing will be considered to be in a duty status during that time.

’ ¢ -
Witnesses will be assured freedom from restraint, interfcrence,/ coercion, disciimination, or rcpri'sal in prcseq;ing théir
festimony. . y g S oL .,
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-Seétion6- : : "
A‘ N . : £

The decision of the Arbrtratonmay not relate to the vontents of Employer s polrcy, but is restricted to'the propnety of
an Adverse Action i m a particular case. .
B. . . .

The dems ision of the Arbitrator wrll be advisory in nature. a - >

C.

The burdgn of proof w:ll be substantral evidence. *, ’ -

D. . | ‘
Tlle Arbigra:tor’s authority will be'limited to affirmation or reversal of the Employer’s action: Y
E. . €

Upon recommendation of a réversal, the Arbitrator may further re..ommend that the employee be made whole to the
extent such remedy is not limited by Statute or Regulfation.

Section7. - .. “ . > o '
a. - s .
The Heanng will be recorded and transcnbed verbatim.” All documents submitted to and accepted by the Arbitrator wail
be made a part “of the Record of the Hearing. A c3py of the complefe transcript of the Hearing, as well as copies of all
" documents made part of the Record, of Hearing, will be furnished to the emplpyee by the Employer as soon as practic-

able after the transcript bas been completed. N
B . ¢ ‘- ey
. % o, * \ ’_ .
. The Arbitr_ator's fees and expenses,wrll be borne equally by tlre Employer and the Union.
. . N . “x
K ¢ ’ ' . . « T, . »
: . -Article 33 C e ; ’
- ‘ 7/ - Lt L] . ‘
"- Grievances - TowT
t .

Section 1. T e " L RS !

[ P

.+ Scope, - . ./ Dt -
The purpose of this Artrcle isto prov:de an o'dc“y rﬁelnod for, the dispusitién and processing of gnevant.es which may
arise from time to time as & result of the interpretatjon “and/or applrcatrun of the terms of, this agreement

Secﬁon 2. R . . . . - - k|
Def' nitions. - . . .. . e
‘A gnevance isa request for personal relreﬁm _any matfer of concern or drssatlsfactlon to an employee a group of em-

ployees or a Union, which is subject to the control of the Employer, limited to those matters covered by Seétion 1 of

this Artjcle. Days mean calendar days Lo - -, - . o
Sectron 3 . . . . - .
'y g ' .

Gnevances vnder this Amtle may be mmated by employees in the Unit either singly or ;omtly ur by the Umon on behaif
of employees. In any case, the Union may initigte a grievance when it believes that nght assured 1t upder the terms of
this Agree?nent, have’ been denied. S . KN

- .B. : ) be oo
Where an amployee has initiated a grievance and-does not elect to be. represented by the Umon the ‘Union will have a
nght to'be present at all formal discussions between the employee and-the Employer conoernmg  the grievance. The Em-
ployer will resolve all grievanees presented under such c:rcumstanceﬁ consistent witii the terms and conditions of this

y""Agreement L. P,

3

Section'it. ) . kS " . .-, : .’ ot .

A. C a - e P

*'The Emplbyer and the Union recoghize and end0rse the importance of bringing to light and udjusting grievances promptly. ™
The initiation of a grievance in gdod faith by the employee will not €ause any. reflection on hlS standing with his super-

visor or his loyalty or desrrabrhty to the orgamzatron - . L.
. . L 1’ ’. , 8 8 i A ) . . )
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B,
Employees, Union representatives of employees and other employees who have relevagt information concerning the
gnevance, will, i seeking resolution of a grievance, be assured freedom from téstraint, interference, coercion, discHimin-
ation, intimidation or reprisal. ’
C.

LY Gneving employees will have the right to be accompanied, represented and advised by a Union representati\fe at any
stage of the proceeding. ’

Section 5.
Exclusivity of Procedure. L. .

Thas procedure will be the only procedure available to employees for the processing and final disposition of grievances
relating to the terms of this Agreement. | : '

Section 6. |

. + 5 Timphiness. .

Extept as may be otherwise provided in other articles of this Agreement, grievances will not be considered unless they

are taken up with the Employer withun fifteen (15) days after the incident which gives rise to the grievance or within

fifteen (15) days"after the aggrieved became aware of the matter out of which the grievance arises. N

5
. f Section 7. .
Procedure. . .
Step 1. The matter will first be brought to the attention of the supervisor by the aggrieved and/or his Union repre-
. sentative. The supervisor will schedule a meeting, if the aggrieved so requests, within five (5) days for the purpose of -

- discussing the matter at 1ssue. The supervisor will fender his decision within three (3) days of the close of the meetitig,
if one'is held, or within five (5) days of the grievance being brought to his attention, if no meeting is held. If the decision
s unacceptable to the aggnieved and he wishes to appeal and so notifies the supervisor, thwJatter will then have an addi-
tional three (3) days to provide the aggrieved with the decision in writing. . :
Step2. ., Appeals of decisions rendered in Step 1 will be heard by the appropriate branch chief at a meeting between

«  his office, the aggrieved and his Union representative when the following conditions are met: -
“ AL - A .

> ’\\Ihe gnevan&:e has been reduced to writing and provides information concerging the nature of the-grievance, the Article(s)
and Section(s) o;f the Agreenfent alleged to have beefi violated, and the remedy sought.
B.
Such written grievance has been submitted to the appropriate branch chief by the aggrieved or his Union representative

within five (5) days of receipt of the decision rendered in Step 1. . ‘

"The meeting will take place within seven (7) days after the written grievance has been submitted to the branch chief.
The aggrieved will be provided with a written answer to his grievance not later than five (5) days after the close of the

" meeting. = . R
Step3.  Adverse dec151or’1:\5¢n‘aered by the branch chief may, be appealed to the appropriate division chief within  +
seven (7) days of the decision rer;deredti)n Step 2. This appeal may-at the option of the aggrieved take the form of a
meeting between the-division chief’s office, and any or all of the following: the aggrieved, the aggrieved’s Union *
representative and the GEU President. Such meetingy if held, will take place within ten (10) days of the date of the
aggneved’s notice of appeal. The aggrieved will be provided with a written answer not later than ten (10) days of the
close of the meeting, if one is held. ) )
Step 4. Adverse decisions rendered by the division chief may be appealed to the Office of the Director, within ten
(10) days of the decifion rendered 1n Step 3. This appeal may atsthe option of the Union fake the form Qf a meeting
between the Office of Director and any or all of the following. the aggrieved’s representative, the GEU president and
a representative of the GEU State Office of the Union. Such meeting, if held, will take place within fifteen (15) ddys

’

! of tl{i‘e date of the Union’s notice of appeal. The.Union will be proyided with a written answer to the grievance not
. . later'than fifteen (15) days after the close of the meeting, if one,is held. ’ v
4 L} -t . . v L
Q “ o " 8 o oL <
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Appeals S i . .
Adverse decisions rendered in Step 4 may be appealed to arbitration as provided in Article 34, provided such appeal is
made within twenty-one (21) days of the decisions rendered in Step 4 of Section 7, and provided further the Union
notifies the Office of the Director by certified mail of its decision to do so.

' \

Saction 9.
Record and Witnesses. ,
A. . ’
The parties will have the obligation of making a complete record during steps of the grievance procedure including the
~obligation to produce any and all witnesses who hive relevant information of the matter at issue. ,
B '
Evidence which is relevant to the resolution of a grievance may be introduced at any stage of the proceeding prior to
arbitration pursuant to Article 34. -
C. - . -
¢« New issues may not be raised by either party unless they have been raised at Step 1 of the grievance progedure; provided
however the parties may mutually agree to join new issues to a grievance in process. .

¥

Section 10. '
Time Limits.

A. . .
The time limits delinea;e__d in this Article may, by mutual agreement of the parties, be extended.
B. ) . »

The parties may mutually agree in writing to waive any step in this procedure,

. ’

-

Section 11. .

Failure on the part of the aggrieved or the Union to prosecute the grievance at any step of the procedure will have the
_effect of nullifying the g’rieva;\u:g Failure on the part of the Employer to meet any of the requirements of thé procedurt
‘will permit the aggrieved or the’ﬁnion-to move to the next step. T t

~

Article 34 7
! . Arbitration |
Section 1.° , , . .
*  When arbitration is invoked, the parties will within ten (10) work days request a list of five (5) arbitrators from the %

Federal Mediation and Conciliation Service. The parties will meet within ten (10) work days afteg receipt of the st to
seck agreement on an arbitrat‘or. If the parties cannot agree on an arbitrator, the Employer and the Union will strike
" . one (1) name from the list alternately until one (1) name remains. The remaining person shall be the duly selected

Arbitrator.

Section2. . h ' N
Ao‘ ‘ v ’ . : ‘

The arbitrator’s fees and expenses of the arbitrationv, if any, will be borne equally by the parties. s

'B. . \ . R . >

The arbitration hearing will be held on the Employer’s premises at the grievant’s post of duty when practicable or at any

site mutual]y agreed upon,’ A - .

®

A verbatim transcript will be made by an authorized court reporter,
D. ’ ' R v

. The grievant, his representative and all employees who afe called as witnesses will be excused from duty to the extent
necessary to participat® in the arbitration proceedings withput loss of pay or charge to annual leave. i
E. ’ T )
ArBitrator’s decisions will be final and binding, and they will also have the authority to make an aggrieved employee .
whole to the extent such remedy is not limited by statute or higher Ievel regulations, ¢

.
e

O
.
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LABOR RELATIONS TRAINING CENTER

Section 3.
1t will be in the sole discretion of the arbitrator to determine who may testify. -

Section 4. .

The Employer and the Union agree that the jurisdiction and authority of the chosen Arbitrator and his opinions as
expressed will be confined exclusively to the interpretation of the expressed provision pi provisions of this Agreement
at 1ssue between the parties. The Arbitrator will have no authority to add to, subtract from, alter, amend or modify

any provision of this Agreement or 1mpose on either Employer or the Union any limitation or obligation not specifically
provided fqr under the terms of this Agreement. An award may not include the assessment of expenses against either

party otherthan as agreéd to in this Agreement.

Article 35
Dues Withholding

" Section 1,

This Article 1s for the purpose of permitting eligible employees who are members of the Union to pay dues through the
authorization of voluntary allotments from their compensations. This Article covers all eligible employees:

A. .

Who are members in good standing in the Union;

B. .

who have voluntarily completed Standard Form L187, Request and Authorization for a Voluntary Allotment of Com-
pensation for Payment of Employee Organization Dues; and

C. .

who receive compensa’ﬁ‘?n sufficient to cover the total amount of the allotment.
Section 2. / ’ n

The Union agrees to assume responsibilities for:

A,

Informing and educating its members on the voluntary nature of the system for allotment of Union dues, including the
conditions under which the aNotment may be revoked; '

B. . ’ B

Purchasing and distributing to its members Standard Form 1187.

C. ! ’ .

Forwarding of an employee’s revocation (memorandum or Standard Form 1188, Revocation of Voluntary Authoriza-
tion for Allotment of Compensation for Payment of Employee Organization Dues) to his servicinglpersonnel office when
such revocation is submitted to the Union. -

D. .
Informing the employee’s servicing personnel office of the nanfe of any participating employee who has t:;_en expelled or
ceases to be a member in good standing in the Union within ten (10) days of the date of sucl final determination.

Section3. 3 . i .
The Employer agrees that 1t is responsible for processing voluntary allotments of dues in accordance with this Article.
The Employer will: .
A, ‘ .
Withhold dueson a Qi-wcekly basis. N
B.

Provide bi-weekly, within six (6) calendar days of the close of a pay period, sufficient magnetic tape reel(s) to oontg}
the necessary information. T ) .o

S ~\8Y
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nd. . —
The parties to this Agreement agree that:

© A, ;
The amount of the dues to bé deducted as allotments from compensation may nat be changed more frequently than
once each twelve (12) months. -
The Unionwi
The Union will pay no fee for thesesservices. .
C. )
Administrative errors in remittance checks will be corrected and adjusted in the next remittance check to be 1ssued to
the Union. If the Union is not scheduled to receive a remittance check after discoyery of the error, the Union agrees to
promptly refund the amount of erroneous remittance. '

. =7y
. . P
i
.

‘

Section 5.

A. - . .
This Article will remain in full force and effect after the termination of this Agreement untif such time as a new Agree-
ment is reached or for fifty-six (56) days after the Union has submitted a dispute to the State Employee Relations
Board whichever first occurs. .

B.

The parties may mutually agree to extend this Article at any time.

‘ * [ ' [4

‘Article 36

Consultation N .

i
5

" Section 1.
It is agreed that matters appropriate for consultation between the parties are personnel pohicies and practices and other
matters related to the wdtking conditions of employees in the Unit. Consultations conducted under this Agreement may
cover but are not limited to such matters as work environment, safety, labor management cooperation, employee services,
training, methods of adjusting grievance§, hours of §iuty, appeal systems, leave, promotion plans, and services to the
Union. .

Section 2. .

A, '

The Employer and the Union will meet on the second Tuesday of every month or upon other mutually agreed upon .
times. .- s ,

B

items to be discussed. If both parties fait to timely forward an agenda, the meeting will be cancelled.
-

Section 3. L
The Employer agrees to consult with the Union as far in advance as practicable prior to implementing anysxhange. ﬁfx_hp
personnel policies, practices, and other matters related to the working conditions of emgloyees n the Umt. '

~ .
* ©

() ' - Articte37 ¢ a :
) N '
LT . Duration And Terminations :
" Section 1. L , .
Amendment to this Agreement or Any local supplemental agteement may be required, or the parties may mutually
agree it is desirable because of changes in applicable laws, orders, restrictions, or regulations made after the‘effectlve
date of this agreement, Therefore, this Agreement’ mdy be opened for ameadment.upon the written request of either

«  *party made within thirty (30) calendar days after receipt by a party of any order, instruction, or regulations of appropri-
ate authorities which affects any of the terms or conditions of this Agreement or any local Supplemental agreement.

1
4
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Request for such amendment(s) must include a su
appropriate order, regulation, or nstruction upon
twenty (20) calendar days after receipt of the reque

" u. §. CIVIL SERVICE COMMISSTON
LABOR RELATIONS TRAINING CENTER

mmary of the amekdment(s) proposed and make seference to the
which each amendment request is based. The parties will meet within
stto open negotiations on those matters. No changes, will be con-

sidered except those bearng directly on, and falling within, the scope of such oraer,gegulation, or instruction and the

, discretionary area(s) which th{y delegate to the

executed by the parties.

Section 2.

The Employer agrees to issue no regulation which alters the terms or ¢
dated by law, executive order, judicial decision or imposed by other higher authority.

Section 3.

Employer. Such amendment(s) as agreed to by the parties will be duly

onditions of this Agreement without being mah-

<
This Agreement will remain 1n full force and effect for a two (2) year peri“i from date of execution but will become

operative on July 1, 1973:;_pruvided, howe
defined by this Agreement, will become operative thirty (30) days aft
_remain 1n effect for yearly penods thereafter, unless either party serves

ver, that those provisions dealing!with*discipline and adverse actions, as
er the effective date of this Agreement. It will
the other party with a writterr notice, at least

one hundred twenty (120) daygpprior to the expiration date, of its désire to terminate or modify the Agreement.

P

For the purpose of this contract, pay increases for ¢ tﬁé’e'mplbyees covered by the Agreement shall be as follows:

<

Article 38

Pay Increases

-

First Year, July 1,7973 through June 30, 1974
All employees $900.00 across the board. :
Second Year, July 1, 1974 through June 30, 1975
All employees $609.00 across the board effective July 1, 1975, »

.

For the Employer

State Revenue Service 2‘.

/s| George H. Ballard
George H. Ballard

SRS Negotiating Committee
Personnel Director, SRS

/s/ Betty J. Striegel
Betty J. Striegel

SRS Negotiating Commuttee
Budget Director, SRS

- [s/ Andre{Garcia
,AndreiC‘ R
SRS Negoliating Committee

Supervisor, Audits Division

-

For the Union

Government Employees Union

/s/ Ian Smith
" Ian Smith

GEU Negotiating Committee

President, GEU

/s/ Hazel Dunn’
Hazel Dunn

Chief Steward, GEU

/s| Peter Braxtonﬂh

GEU Negotiating Committee

Y

i\/lc’mbcr, GEU

a1 :

L4

-

4

GEU Negotiating Committee

.

CM VI2




- ' \

¢

O

ERIC

Aruitoxt provided by Eic:

A

- - ummsmmmn 2
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) . 3. WHO SHOULD GO? . e
. - G
) . A
You receive not:fication from the Trammg Officer that she needs nominations for aspecial training course You have
five employees who do not have expertise in the subJect matter of the traxmng, which is usually a factor in consideration

for higher level positiens. ,

. L . »
How would you go about selecting the two employees who will attend the training?
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. THEY'RE DOING THE JOB '

~

You have been short of staff for over a year. Yet the work must be done by sdmeone. You have your deadlines to
meet. Consequently, you have been giving work to employees regardless of their grade levels, as long as they demonhstrate

;’ to you that they are capable of doing the work. Some of your lower grgde employees have been consistently perform-
ing work normally done at higher grades. You do not foresee any increase in your staff over the next fiscal year and
you see no alternative to assigning the work as you have been doing. ’
What problems might.you encounter under the terms of the Agreement?
N\ v
What are your responsibilities under the terms of the Agreement? »
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1 : U. S. CIVIL SERVICE COMMISSION

@

~

. ’ PREPARING HER FOR THE JOB -

.
.

An employee has been reassigned to your section from another section where her position had been abolished. The
duties the employee will Jrform are quite different from thoge she carried out in her former position.

What afe your responsibilities for orienting and training your new employee? T
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A BALANCE OF SICK LEAVE

P

.
w~

over the pattern of

N

You are ratng one of the employees under your supervﬁzn for promotion. You are concerned
the employ ee’s usage of sick leave. You suspect that the employee takes sik leave whenever job pressures surface and

that this results in a very low sick leave balance. \/——\ .
. ) . , )

May any or all of the above factors be considered in rating this employee for promotien?

May a s;alecting official consider these 'factors?
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A POSSIBLE REASSIGNMENT . . . .
. s .. ) ,%4“«' . .
You have been dissatisfied with the work of one of your employees because he frequently q’a}xseg' bottlenecks in your )
operation. Your supervisor informs you of a vacancy in another office for which your employes wg 18 qualify. The
vacancy is n the same grade ang classification as the position presently held by the employee.."You propose to your bdss
_that this employee be reassigned to the other office. This would be a way of getting rid of the employee. Besides, he
might resign rather than aécept the reassignment. This would save the agency the trouble of taking a removal action.
Is such a reassignment in conformance with'the Agreement? T - '
7 /’ - »- ; !
L] 4 s . . & ' [
. \ . -
1L /\ ‘ . ~ Lt
~ - ’
~ 7 1 . -
- . R . . a . -
. Lon " - N .
’ . « _
o - , - , 'S
. / 3 ) 14
' ’ / . . . T _ .
. . -
: .
t
¢ R .
P s 7 ’ N .
- L] ’
[ N ¢ ‘ ‘ -
- P . I * . .
. . , [N ‘5’ . - \ . -
- * 4 t A
-~ H [} .k . .
- \ . , .
i * 4 ~
‘ ~y
: .
® ~ / <
| ° K ) N ) ‘ )
| o : ' ' CMVLT
5 . Ao, , . 7

\ ' - /




. . U. S, CIVIL SERVICE COMMISSION 1
LABOR RELATIONS TRAINING CENTER |

A PROSPECT FROM ANOTHER DEPARTMENT

You are visited by an employee of aho_ther organization who is interested in obtaining a position under your
- supervision, Th¢ employee is eligible for a non-supervisory vacancy-above the entrance-level in-your section.

. .Sinc&lhumplnxeﬁjsmtjmyommgamﬂnwuldsel&ﬁon of him be subject of the Agreement?

What steps does management have to take to fill the vacancy? .

~

Under what conditions could this applicant be selected?
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, ." THE FORGOTTEN PROMOTION

~

Yoy are a firstdine manager with a;lompcnhm

up._As a result of 2 grievance filed b
_ a promotion action taken two months ago, you, as selecting official, recetve onry .tones' name on a promotrcn

certm“ca(e There 1$’no roster-available in your section. -

Do you have tp sclect Jones? Why, or why not? .
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ENT BREAKDOWN OF A GOOD RELATIONSHIP
2, /

1anager, have been generally pleased with the working relationship which has been devejoping

union fepresematwe R

?
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What do you try to find orn?

e~

i,

o—"

ra N e TS

v e

PL

Ai! of the sudden though. he 15 not very coupesative any more. He files grievances mstead of discussing thungs. He
is nasty when announcing,- - nut asking - - that he is leaving hus desk on umion business. Several of the gnievances filed
appear to be totally unjustified.

Suppose you learn that local union elections are a month away, anid that He 1s being opposed fur union rep? What
should you do? '



U.S. CIVIL SgRVIC‘E COMMISSION
LABOR RELATIONS TRAINING CENTER

MANAGEMENT RESPONSIBILITY v. EQUALITY

e

For the eighth time in two days, you spot Curt Wilson, the shop steward, leaving his work.area When asked
where he's going, Wibennpﬁes,ubdm,ﬁmhe%mimwaymhmdkwmme{. However, you

hdve redson to-suspect that he’s doing sorme recruiting for the union. ~~ ’

You tell him, “You’re spending too much time away from the job. I'm not giving you permission to leave ths
area.” * *

Sarcastically, Wilson says, “I know the contract and my rights as a shop steward. There’s nothung you can do
about it If you try that AWOL or insubordination stuff, I'll charge you with an unfair labor practice, violation
-of\agreement, and intimidation of a union member. Besides, if you don’t think grievances are important, I'll just
autorpatically send everything to the second level and let Ron Clark take it up with'Woodrow. See you when I get

As you'gonder what to do, you recall someone once saying that a steward is you'r equal whenever he acts in the
steward capadity. ’
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¢ ALLOCATION OF OVERTIME

Because of a Special rush pro;ect the Research Sectjon has been working 10 hours overtime for each of the last

inree weeks. Y _EMDQLMM&MMMW

-getting the-work-out. The contract-with-AFFE calls'for-overtime (if desired-by the employees) to be alloted onan .

——equitable bastsamong attemployees. - v i
You've just finished the monthly status report when Ralph Knapp, steward 1n the Special Programs Branch, asks to
talk with you about a-first stage grievance. . . .
“Patil, I’ve just talked to some of the boys in Nancy's section about the way overtime is being assigned down there.
O’Farrell claims that he was by passed last week in favor of Hicks who already worked overtime that week. What good
/ is a contract if you guys won’t stick to what it says! Can we settle this in the Branch or do I take 1t to Ron Clark and
we’ll run it on up through the grievance procedure?”
After discussing the matter with Nancy Davis, you put the picture together. Short deadlines and an overload of
~ work have forced Nancy to assign overtime to those employees she feels can give her the greatest work output. She
claims she has considered equally sharing overtime but only when the choice was narrowed to her most productive
employees. . s

“Frankly, Paul, we’d never make it if I assigned overtime to some of the deadwood. Sure, all my employees are
technically qualified to do the overtime work, but if you reverse me on this one, we’re dead as far as meeting the
. schedule gqes. Let’em push the grievance up througﬁ channels. By the time it gets resolved by the top brass or an
‘ ) arbitzator, we'll be over the crisis and it won’t matter. Just don’t put the clamps on my shop now! Besides, if you
shoot me down now, how will that make me look to my people? Please, Paul, give me some support on this one. You
know, our budget is already stretched and having to pay overtime to a GS-9 like O'Farrell won't help it any. Several
of my GS-7’s such as Hicks can wind this project up in half the time if only you'll let me assign them the overtime.”

As you ponder your recent conversations with Knapp and Nancy, you again look at the status report and note that
the Branch is only one day behind schedule with the special project. It must be completed on schedule, but the budget
won’t allow for more overtime than the 10 hours per week we’ve been averaging.

1.  How should Paul respond? e R
2. Anticipate what impact a decision along the lines suggested by Nancy might hgve on an over- -all labor-management
relatxonshlﬁh‘k . \;‘
4 . . L '/,' .
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U. 8. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

A CASE OF INSUBORDINATIONY The Role of the Employse

v

You are Joe, an employee in your mid-fifties who has worked for the company for the past thirty years. You are .

presently. mgnnilwrkfoxihcimeman.BﬂL.Boﬂx&ﬂmd Steye,anGIHEngman,_mmkﬂmE:ank,_Lhe_,_nng_.___
second-line superv:sor involved in-this incident.  _ - - -

\
‘You are on a goffee break in the employee lunch room when Frank gomes in to talk with you The film you are
about to see shows what occurs when he comes in. s

When the film 1s over, yc;u will talk with your Union Steward, explai.mng to him or her what took place dun’ﬁg the
mctdent. Frank will have a sumijar conversation with hus Department Manager. There will also be a witness, a vending i
machune repairman named Larry, who will be available to both the Union Steward and the Department Manager for
questioning.

Once your Union Steward and the Department Managcx feel they have gotten all the facts they need, the) will get
together to see if they can resolve your grievance. 7

s

Remember. Neither the Union Steward nor the Department Manager will see the film. Your Steward wil] have to
rely on yaou and the witness to explain what has taken place. A large part of your case, therefore, will depend on how
well you observe and report the facts involved in the incident. .

A final word. Since you are participating in the incident, you should not be taking notes during the film. Once

the film is over, however, you may want to jot down points that seem important to you.
A . .
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‘ ) U. S. CIVIL SERVICE COMMISSION’ ' )
LABOR RELATIONS TRAINING CENTER .

A CASE OF INSUBORDINATION: The Role of the Supervisor

You are Frank, a young second-line supervisor. The jncident you are about to see takes place in the employee lunch
* room where Joe, an employ ee in his mud-fifties who has worked for the company for thurty years, is on a coffee break.”

You have come into the Junch room to ask Joe to do some work for Steve, one of your foremen. Both Steve and Bill,

—Iocs—rcgu}ar-forcmauwvm k-for yous

When the film is over, you will talk with your Department,Manager, explaining to lum or her what took place during
the incident. Joe will have a similar conversation with tus Union Steward. There wall also be a witness, a vending machine
repairman named Larry, who will be available to both the Union Steward and Department Manager for questioning.

.

Onte the Department Manager and the Unuon Steward feel they have gotten all the facts they need, they will get
together to see if they can resolve the grievance.

Remembe: neither the Steward nor the De‘partment Manager will see the film. The Department Manager wall have to
rely on you and the witress to explain what has taken place. A large part of your case, therefore, depends on how well
you observe and report the facts invoved in the incident.

A final word. Since you are participating in the incident, you should not be taking notes during the film. ‘Once the
film is over, however, you may want to jot down points that seem important to you.'

L
-

. ’
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“U.S.CIVIL SERVICE COMMISSION
LABOR-RELATIONS TRAINING CENTER

A CASE OF INSUBORDINATION: The Role of the Witness .

re-Larny-a-vending-machine repaieman The incident you are about to see takes place in the employee lunch

room of one of your cliénts, wheré you are repairing a verdmyg mactume and where Joe, an cmployee 1 hismid-fifties,

is taking a coffee break. Frank, a young second-line supervtsor, isentering the-lunch room as the incident starts

’

When the film 1s o§'er, Joe will tell hus Union Steward what occurred during the incident, and Frank will have a
sumilar conversation with his Depastment Manager. You are to make yourself available for questioning by the Union
Steward and the Department Manager, who will be Tesponsible for trying to resolye the grievance

Remember. you are the only impartial witness to the incident. The way the grievance is handled will depend in
large part on the accuracy of your observation and reporting. .

o

Also remember that you do not work for the employer in this film. You should do your best to report exactly what

happened, without worrying about whether what you report will damage one side or the other’s case.

A final word. Since you are present during the incident, you should not be taking notes during the film. Once the
film is over, however, you may want to jot down points that seem im'portant‘io’ you.

N
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) o U. S CIVIL SERVICE COMMISSION e T
LABOR RELATIONS TRAINING CENTER W, .

A CASE OF INSUBORDINATION: The Role of the Union Steward .

Youare-a-Snon Steward—In-the grievance discussion-that-is-about to take place, you will be responsible for repre-

senting Joe, an employee in his mid-fifties who has worked for the company Ior Thitty years. Jo 3

ond ne supervisor named AN K Q€ NOIINd

t
-an-therd a-voung-secondaline works for the foreman Bill. Both' Bill'and -
Steve, another foreman, work for Frank. . ’

The class participants playing the roles of Joe and Franic will each see a film depicting what happ,er;s during the incident.
Neither you nor the Department Manager will see the film. In order to find out what occurred during the incident, you will
have to talk with Joe. The Department Manager will have a similar conversation with Frank. Thgfe will also be a witness,

a vending machine repairman named Larry, who will be available to both you and the Department Manager for question
ing. .
]

Once you and the Department Manager feel you have gotten all the facts you need, you should get together to see if
you can resolve the grievance. The two of you may want ta exclude Joe and Frank from your conversation, but you do

not have to.

Q- T : 0 cuvee
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‘ ' U.S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER ,

' ¥

A CASE OF INSUBORDINATION: The Role of the Department Manager

____ _ _ Youare a Department Manager. In the ‘griiervénce discussion that is about to-take place, you will be responsible for
sopresenting-management._The grievance involves an incident which todk place between Frank, one of your yourig
~second-line supervisors, and Joe, an employee in his mid-fifties who has worked for the compary for thirty years. Joe
normally works for the Toreman Bill. Both Bill and Steve, anotier forenmam, work for Frank: ——
v -~

"The cla}s participants playing the roles of Joe and Frank will each see a film depictiné what happens'during the
incident. ‘Neither you nor the Union Steward will see the film. In order to find out what occurred during the incident,
- you will have to talk with Frank. Joe’s Union Steward will have to have a similar conversation with Joé. There will also

be a witness, a vending machine répairman named Larry, who-wilt-be available to both you and the Union Steward for
questioning. _

o ~Once_xgu and the Union Steward feel you have gotten all the facts you need, you should get toge;ther to see if you

. can.resolve the grievance. The two of you may want to exclude Joe and Frank from your conversations, but you do not
- have to.

boea,
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‘ - Y. . CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER .

- ' : W
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S Instructions for the “In-Basket’*Exercise I R

[

DR

-~ __This-workshop-is an exercise-in indvidual decision making and problem solving in a hypothetical Office-of Personnel—  *- -~

and Labor Relations. You, Jane Anderson, are the Labor Relations Officer, directly subordinate 1o Mike Wiltrams,
the Director of the Office of Personngl and Lagor Relations. - '
You have been with the Soctal Insurance Department for about three years. You have a working knowledge of labor-
management relations and are well informed about union activity in your agency. However, the Director of the Office
of Personnel and Labor Relations has been with the Department only two weeks and knows little about labor-
management relations generally and nothing of Department labor-management relations activity. The other employees
in the Office of Personnel and Labor Relations are specialists in such fields as classification, training, recruiting, equal
employment opportunity, employee development, etc.

The time 1s 10:00 a.m., Saturday, and at 12.00 noon you must catch a plane to Chicago where you will be attending
a labor relagxc')ns confedence for the next two weeks. Since no-one else in your office has any experience in labor
relations you will spend the next hour and fifteen minutes going through your in-basket and taking whatever action
is appropriate on all the items in it. - <

-

&
* For this exercise you are to go through the enuire contents of your in-basket, noting in writing beneath each item N

what you would do and why. If ygu decide that someone else should handle the situation, you tnust still gwathat
person guidance —‘either in the form of suggested action or in the form of questions and points of view which you
‘, _want that person to consider. Simlarly, if you plan to handle the situation when yQu return from Chicago, you
,.J

should outline what you plan to-do at that time. ,

If, while going over each 1tem 1n your in-basket, you determine that togclher—they reﬂéct a general labor relations -
u situation 1n the Agency that calls for some kind of action being taken, write down what this action should be. o

You cannot call anybody to help you, phone anybody, or take with you to Chicago any of the materials in your 4
in-basket. . You are to use your own expenence and the information you obtained in attending this course for your :%
actions in the role of Jane Anderson. Put yourself in her placé*for ‘the duration of the exercise. ?

. Part Il describes the organization of the Agency, the main characters you will be dealing with, and the extent of
union activity. Part III.contamns relevant clauses in the AFSCME contract. Part IV is the in-basket exercise. -

’ POINTS TO, REMEMBER: p

The day is Saturday and you have an hour and fifteen minutes_to clean out your in-basket.
. . - . D
- Briefly write every action you would take on each item in the in-basket. If your action involves a memo,
’ letter, meeting, etc., write down a brief description of the contents or agenda. -
You must work with the materials on hand. You cannot ask assistance from anyone or postpone a decision
until after you retwen from Chicago.

t

It 1s suggested that you read through all the items in the in-basket befort beginning the exercise.

S
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” In the past the Departmeht has consulted and r;egotiated with AFSCME on all Depénment personnel policies, practices,

’ between AFSCME-and the Department.

v
.

. U. . CIVJL SERVICE COMMISSION. ‘ : .
R ‘ LABOR RELATIONS TRAINING CENTER ’
PART II “ .

‘ The Organization

The accompanying organization chart depicts the Social Insurance Department. The’primary mission of this Department
is to process according to law and appropriate regulations various types of health and life insurance claims submitted to
it by state employees and their dependents. . )

The Agency consists of the following four major offices: .

. Office of Personnel and Labor Relati®ns (OPLli)

Office of Management Services (OMS)

" 75 employees “
Primarily blue collar  ~ -

~

Offiee of Budget and Legal Service (OBLS)

30 employees

Primarily white collar professionals

Office of Operations (Opns) : .
250 employe‘es .. ) - ‘
I;drr:;.rﬂy white co;larr;on-professional; ® ’

:T}.ie accompanying organjzation chart indicates the principal sub-units of eac;h'of the Offices and, where relevant, the

. person in charge of each. o ‘ - :

.

The Office of Personnel and Labor Relations is responsible for alt personnel and labor relations activities in the Agency.-

Within each of the other three Offices (OMS, OBLS, and Opns) is a Personnel Officer whose primary responsibility is
to maintain a close liaison between the Office of Pérsonnel and Labor Relations and the other Offices and to handle
routine-type questions and problems relating to personnel matters. The other Offices have virtually no personnel
responsibilities other than to carry out the policies established by the Office of Personnel and Labor Relations.

3 .

Union Activity

N3

Several years 'ago the American Federation of State, County, and Municipal Employees (AFSCME) Local 10, was
certified as the exclusive bargaining representative for all blug collar employees (with the normal exclusions) in the
‘Office of Management Services. There are approximately six months remaining in the current two year contract

«
-

and working conditions relating tQ the Office of Management Services, instead of just those personnel policies, practices,
. and working conditions made by the Office of Management Services. The Department has always considered this ad-

visable sinte few, if any, personnel policies are made in any Office othet than the Office of Personnel and Labor Relations.

’
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U. S. CiVilL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER ~

PART IlI

Clauses from the Contract Between the
Social Insurance Depgstment and Local 10, AFSCME (AFL-CIO)

ARTICLE Il - COVERAGE

Sec. A. The umt for which the Union 1s recognized as the exclusive collective bargaining representati've includes
all blue collar emiployees in the Office of Management Services of the Social Insurance Department.

. . B ;
Sec. B. The following employees are excluded from the unit covered by this contract: all management officials,
supervisors, confidential employees, guards, professional employees, employees who investigate or audit the work or

conduct of other employees in the agency, and all employees engaged in personnel work in other than a purely
clerical capacity.

ARTICLE V — CONSULTATION

Sec. A. The Department has the obligation to meet and consult with the Union at reasonable times on nfatters

" relating to personnel policies, practices, afid working conditions within the administrative discretion of the Depart-

ment Director. Matters appropriate for consultation shall concern policies affecting working conditions, including,
but not limited to, such subjects as safety, training, labor-management cooperation, employee services, promotion

, plans, pay regulations, hours of work, granting of leave, reduction-in-force practices, and travel regulations.

4 ]

ARTICLE VI — MUTUAL RIGHTS AND OBLIGATIONS

Sec. A. In the admimstration of all matters covered by the Contract, officials and employees are governed by
existing or future laws and the regulations of appropriate authorities, including policies set forth in the State Per-
sonnel Manual; by published department policies and regulations in existence at the time the Contract was approved;
and:;by subsequent department poliéies and regulations’ required by law or by regulations of appropriate authorities.

- - \ . : .

Sec. B. Nothng in this Contract shall restrict the Department in exercising the right, in accordance with applicable
laws and regulations, to direct eniployees, hire, promote, transfer, assign, and retain employ'ees in positions within the
Department; and to suspend, de;mote, discharge or take other disciplinary action against employees; relieve employees
from duties because of lack of work or for other legitimate reasons; maintain the efficiency of the government opera-
tions entrusted to the Department, determine the methods, means and personnel by which such operations are to be
conducted; and take whatever action may be necessary to carry otit the mission of the Department in situations of
emergency. ' .

1

" ARTICLE lX’— UNION REPRESENTATION ' 9

. Sec. A. The Department agrees to recognize the Union Officers and Stewards designated by the Union.

Sec. B. The number of Stewards shall be the number reasonably required to assure that each employee in the unit
shall have ready access to a Steward in the Branch in which he works. The Stewards will function only within the

area they service.

Sec. C. The Department shafl afford Union Officers and Stewards a reasonable amount of time during duty hours
to consult with appropriate management officials and/or aggrieved employees. ¢ . -

1 ‘
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ARTICLEXV - OVERTIME =~ + T - |

Sec A Authorized overtime will'be disfrﬁihted‘qulitaﬁl) among the bes.t'guéliﬁed emi)loyees to perform such work.
First consideration for overtime wilf rbe.Agivqn to thpse«,gmp!oyee‘s who are currently assigned to the job.

ARTICLE XXVII - NEGOTIATED GRIEVANCEPROCEDURE -+ - . | -

S¢c A In the event an employeé in the unit, or thé Union, has a grievance over the interpretation or application of v
this Contract they miust use the negotiated grievance procedure 1o resolve the grievance. >

- 4
-

Sec B The employee (or'Stew_ard fora union grievance) will preseni the gnievance informally to lus immediate

supervisor within 15 days of the date Aof the act or occurrence. At this stage the employee may or may not have a

steward present The supervisor will maké his decision on the ‘matter and provide an answer within 3 workdays, .
Sec C  If the grievance is not satisfag:gorﬁy resolved, the gﬁatter will be formalized and placed in wntmg on a standard

grievance form and presented within § days to the supervisor at the next higher level of authority.

¥ e PR _ : -
Sec. F. A Union representative must be present at the adjustment of all grievances.
ARTICLE XXX - HOURSOF WORK . . o

Sec A.  The regular work hours for all employees covered by this contract shall not exceed eigjlt (8) hours per day,
forty (40) hours per week. The regular work day shall be from 9.00 a.m. to 5.30 p.m., with thirty (30) minutes allowed
for lunch, ° . . "
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ffice with the obvious intention
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rganizing drive 1n the Office of Operations (Opns). Two weeks ago the State

L33

About a2 month ago AFGE began an o
Employees Associanion (Ind.) (SEA) also began to organize the employees in this

of intervening on the AFSCME petition-for election.
There is no other union activity in the Department. e
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. . .
. U. S. CIVIL SERVICE COMMISSION .
/ LABOR RELATIONS TRAINING CENTER
. b d .
Subject: Adrtiiniétrativq’time for stewards . . Date:
» . e in Roply Refer To: .
From: - Perry Stewart & ' ; g
. Pers Off, OMS . Your Reference:

To: Jane Andérson

ot Labor Relations

. ~

Sid Owens, the union steward in the Inter-Office Mail Branch, is beginning to gét into
everyone’s hair again. He says he isn’t being given enough time to talk to employees

about their problems. The Branch Chief, Harry Wills, allows him a maximum of two

hours a week away from his job, which sounds like enough time to me. -
I've made some inquiries, though,' and Kate Jones, Chief of Printing and Forms, allows

the steward in thaf branch six hours a week and Bob Eakes, Chief of Procurement and
Supplies, lets the steward in his branch have as much time as he wants. .

Sid Owens intends to file a grievance if we don’t start giving him as much time to confer
with employees as the other stewards have.

%Y




Memorandum

Subjech

From:

To:

¢

e
‘

#

U. S. CIVIL SERVICE COMMISSION ‘s
LABOR RELATIONS TRAINING CENTER - .
Management Negotiating Team . Date: ;
In Reply Refer To:
Mike Williams, Director '
Office of Personnel and Labor Relations Your Reference:

Jane Anderson
Labor Relations Officer

-

4 -~
I'was at lunch with Tom Adams the other day and we got onto the subject of
labor relations. He wanted to know who 1 thought should be on the department’s
negotiating team. (His question took me by surprise since I didn’t think we had
to negotiate with AFSCME for another six months.) I told him I would have an
answer for him next week.
It seems.to me-that you and I ought to be able to handle the negotiations without
too much difficulty. Let me know if anyone else should be on the team. If we.have
more than a couple people on the team we will probably want to brief At,hem'c;n what
they should do at the bargaining table and what their roles will be. Please send me a
short memo on what such a briefing should cover if you decide there should be more
than two people (you and me) on the team. P

. _&&;‘ax,—w
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Memorandum

Subject:
i
N\
From:
L[]
N To:
' -
o ./r’&;tcl.
-
<

ERIC * . .

Aruitoxt provided by Eic:

‘address is labor-management relations policy and philosophy —— which apparently

U. S. CIVIL SERVICE COMMISSION

LABOR RELATIONS TRAINING CENTER ‘
* /
2

Labor-Management Relations Policy and Philosophy i Date:
In Reply Refer To:

Mike Williamsz, Director

Office of Personnel and Labor Relations Your Reference:

Jane Anderson .
Labor Relations Officer A .

I have just seen a copy of the “Guidelines for Government Management in the -
Organization and Management of Labor Relations,” which some of our people fr
received at a training course last month. One of the things which these Guideligs - p

we have not yet formulated.
i
In v1ew of-thé increased union activity in the Social Insurance Department, I think .
‘it imperative that we formulate and implement a sound labor relations policy. This
is the only way we cap be sure that all members of the nianagement team approach
their labor relations responsibilities in a consistent and uniform manner. . . .

Please send me as soon as possible a comprehensive hist of topics or subject areas whnch

you believe should be'included in our labor-management relations policy and
phllosophy

CM VII1




{
T a

O

ERIC

»

U. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

Memorandum L A

Subject: Representation Election ) Date:
. . ) : = ° In Reply Refer To:
From: Mike Williams, Director .
. Office of Personnel and Labor Relations /’ Your Reference:

To: Jane Anderson | . : ‘

Labor Relations Officer . . a Y

3 o
~

Since we are faced with a possible union representation clection, 1 would like you

to clarify for me the following points:
&

I. What criteria do the unions (both AFSCME and SEA) have to meet before
the State Public Employee Relations Board will order an clection? How is it detc;—
mined whether a union wins or loses the election?

@

2. Who is responsible for conducting the election? If the agency is responsible,
what are some of the technical/administrative dctails that we should anticipate in
setting up the election? Should we get together with the umon(s) in semng up the

“election if we are responsible for conducting it?

’ 3. How should we go about getting the employees to vote in the election?
} (Maybe we can set up a system whereby each supervisor is responsible for ensyring
that each emplque, in fact, casts his or her ballot.)

3
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‘: . . : . U. S. CIVIL SERVICE COMMISSION
\ AR LABOR RELATIONS TRAINING CENTER

“

. ’ MEMORANDUM
OF CALL .

To:
Jane T

[X] YOU WERE CALLED 8Y—  [T] YOU WERE VISITED BY—

Mr, Adams

OF (Organization)
[ ,

‘ (X PLEASE cALL ——3> EHONE HO.

o e [ wiLL caLL AgaIN ] 's waITING TO SEE YOU
.‘“ o {0, RETURNED YOUR cALL (] WISHES AN APPOINTMENT
. in?{sass ’

Mr. Adams called about the organizing campaign in Opns. He | B
is thinking of trying to include both OBLS and Opns in the SR
same unit, rather than limiting the unit only to Opns. He wants .
to know if we can do this, i.e., what criteria would we have to
meet. He also wants to know who should be excluded from a unit
covering both OBLS and Opns. : \

2

RECEIVED 8Y ’ DATE - TIME

{ Tina

o

74
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A ruText provided by Eric .
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U, S. CIVIL SERVICE COMMISSION

4 LABOR RELATIONS TRAINING CENTER .
' N &
. ’ . 'l X
ROUTING SLIP , C
NOTE: Indicote Clmgg:ﬁd/ot Apprevel on OHiciol File Cony (Yollow Tissue) . ¥
0 L NAME ROOM : ‘
1 Jane Anderson ) .
2 4 - ‘ ¢ .
. 3 - 3 R N
3 h N - ’ )
Ll ? s ! ’
ot ’ M !
4 . 1 .
‘ R4 : . 7

YOUR INFORMATION
NOTE AND FILE

* PLEASE SEE ME
PLEASE CALL ME

ORAFT

S

.
NOTE AND RETURN

PREPARE REPLY FOR SIGNATURE OF

E]

APPROVAL OR CLEARANCE
YOUR SIGNATURE
COMMENT

AS REQUESTED

PER CONVERSATION

OOR00

LA

REMARKS!

Jane — Re: the attached memo from Perry. This sounds like a problem which
AFSCME will want to deal with during negotiations. What are you doing to -~
find out if there are any other problems with the contract that we should get
- ' changed? What can wedo to figd out what other items AFSCME will bring

Q
ERIC
o’

to the bargaining table? -

13

RETURN TO:

NAME ROOM

3

D AFTER MAILING
D AFTER RECORDING

- .
D AFTER APPROVAL D AFTER REVIEW

D AFTER

DATE FROM

.

Mike Williams'
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U. 8. CviL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

Memorandum

Subject: Negotiations with AFSCME ' Date:
’ ) o in Reply Refer To:
. % 1 ¢ .
—From: - . Perfy-Stewart o
L Pers Off, OMS Your Reference: -
';k ' ’
To: Mike Williams, Director
OPLR '
— /
L ' ’ ‘
1 ’ e
p ;
. ) ‘ P ‘.
.> ﬁ r
> o ~ ‘ .
/ - » .
—_ . : ), ) ‘
, ' In the last.week or so two problems with the AFSCME contract have come to light.
/| Specifically, we have had problems interpreting the articlgs dealing with union
. ' representation at the adjustment of a grievance and the assignment of overtime. 1
“, * think we ought to cléan up this language at the next negotiatjons. '
- 2 N i
N 1
s coT Jane Anderson has been advised of these problems. ®
Y‘ N B ! .
L2
— Q, . 4
- 3 . h
’ - L]
/\, -
%
~ | - ' , :
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ERIC

Aruitoxt provided by Eic:

U. S. CIVIL SERVICE COMMISSION *
LABOR.RELATIONS TRAINING CENTER

ROUTING SLIP -
NQTE: Indicate Clearance and/or Approval on Official File Coby (Yellow Tissue)
T0:\ NAME ROOM
LN} Jane '
2
3
4 . Lo

/

S

NOTE ANO FILE
NOTE ANO RETURN
PLEASE SEE'ME
PLEASE CALL ME

DRAFT

OOCO0O0O0 &

YOUR INFORMATION

PREPARE REPLY FOR SIGNATURE OF

APPROVAL OR CLEARANCE
YOUR SIGNATURE
COMMENT

AS REQUESTED,

OCeatix

PER CONVERSATION

either union!

ra -

.
\

AEMARKs: Jape - - attached is memo from Simpson re; a SEA request for
bulketin boards, conference room, and what notz Do we have to give SEA
these things? Since we have been doing business with AFSCME for séveral
years it would seem that AFSCME has a more legitimate claim to these
thmg,s than does SEA. Personally, I would be reluctant to give anything to

RETURN TO:

- NAME

ROOM

wi -

D AFTER MAILING

DAFTER APPROVAL
D AFTER RECORDING D AFTER

D AFTER REVIEW

OATE FROM

Mike Williams

R

LY
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U. S. C3VIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

 Memorandum .\

O

ERIC

Aruitoxt provided by Eic:

From:

To:

.Subject:

Office of Personnel and Labor Relations ! -

3
B

I have just reccived a Jetter from the State Representative of the State Employees Association
advising me that SEA will be conducting an organizing campaign in the Office of Operations during
the next several weeks. He wants us to let the union have some space on our bulletin boards for
their campaign literature. He also wants to discuss with me the “feasibility” of the union having

a conference room for aftér-hours meetings with employees and using the inter-office mail system
to distribute ynion literature to all employees in the department. Oh yes, he also wants
permission to distribute SEA literature in the cafeteria during lunch hours.

I would like to get together with you at 2:00 p.m. next Wednesday to discuss'this.

Request from State Employees Association Doter
\ In Reply Refer To:
Pat Simpson, Directér -
“Office of Operations . - «  Your Reference;
. . §
Mike Williams, Director

CM VII
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. I . : u.s. CIVIL SERVICE COMMISSION
' LABOR RELATIONS TRAINING CENTER
"M d | |
Subject Letter for Director’s Signature ' - B Dete:
N . - N ) in Reply Refer To:
From: Mike Williams, Director .
. Office of Personnel and Labor Relations . _ Your Reference:
‘.. N . . J * ‘ . :
To: The Staff ®

¢ Office of Personnel and Labor Relations

-

Please review the attached letter which I am preparing for Tom Adam’s signature. we'll
- discuss it in greater detail at next week’s staff meeting. !

. 1‘;“ :’ : ~ * ‘ . , v
S 128 B
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. 4+
. U. S. CIVIL SERVICE COMMISSION
: ' LABOR RELATIONS TRAINING CENTER .

N \
] R ,*

- Memorandum o g -

] To: All Employees . -
’ . ’ Social Insurance Department

Subject  Normal Working Hours

It has recently come to my attention that some employees of the Social Insurance

Department are not adhering to the normal working houts of 9:00 a.m. to 5:30 p.m. I wish _
to remind all employees that the normal.work day begins at 9:00 a.m, and ends at 5:30 p.m., with
employees allowed, 30 minutes for lunch.

‘ ) I have asked all supervisors and managers to insure that these hours.are followed. In the future,
employees will be put in a Leave Without Pay (LWOP) status for the time they are away from
their jobs without prior approval from their supervisor. .

T regret haviné to take these steps and I urge all employees to make every possible effort to
work a full eight hours a day. :

.

, Thomas Adams
N
Director .
. Social Insurance Department
v - B - -
\ ) . ; ;
“ [
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:’. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING, CENTER

Memorandum -

Subjeck

From'

Thru:

B e

K

Union organizing campaign in Operations Dete:

' . n Reply Refer To:
Tom Adams, Director ~
Social Insurance Department . - Yout Referonce:
Jane Anderson .
Labor Relations Officer
Mike Williams, Director | .

Office of Personnel and Labor Relations s

.

Now that we have another organizing situation on our hands, I think it is time to start
thinking abGut what we’ll do if either AFSCME or SEA wins the election in the Office of
Operations. )

Specifically, do we continue to negotiate department-wide personnel policies? If AFSCME
wins {-am inclined to think perhaps we should. (After all, we've been doing this for some
time in Office of Management Services). Maybe we could institute multi-unit bargaining,
with the thought in mind that if AFSCME wins in Operations they will prohably try to
organize the grofessionals in the Office of Budget and Legal Services.

On the other hand, if SEA wins I think we should insist on negotiating only personngl ,
policiés promulgated by Operations. It’s just too much of a hassle to constlt over 2d.
negotiate department-wide personnel policies with every union that comes along.

Let me know in a few days what your thoughts are on this.

. . ! 12~¢
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U. S. CIVIL SERVICE COMMISSION o
LABOR RELATIONS TRAINING CENTER

-

-Memorandum .

Swbject: ©  Employee grievances Dete:
. in Roply Refer To:
1
From: . Perry Stewart %
4 Pers Off, OMS Your Reference:
Tes Jane Anderson ) -
. Labor Relations

4

a,
» <
Ve e

Harry Wills (Inter-Office Mail) is having another problem with the steward, Sid Owens.
Seems that Sid has filed three or four grievances this week because Harry has noét been calling
Sid in to be present at the “adjustment” of employee complaints and grievances. Harry
maintains that the steward does not have to be present when grievances are settled at the

*

first-line level. A .

What should I tell him?
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U. S. CIViL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

. ROUTING SLIP -
NOTE: indicete Closrsnce end/er Approvel on OHiciel File Copy (Yollow Tissue)

TO: NAME ROOM
t Jane Anderson .
& -
2 < .
. .
’ ) 4 L
P t
4
s
El YOUR INFORMATION APPROVAL OR CLEARANCE
D NOTE AND FILE “YOUR SIGNATURE
D NOTE AND RETURN B COMMENT
PLEASE SEE ME . AS REQUESTED
PLEASE CALLWME . D PER CONVERSATION
[] orarr ’

PREPARE REPLY FOR SIGNATURE OF

.

REMARKS:

Jane — This memo from Perry sounds like it has Labor Relations
implications. What do you think?

., e

T d , N
RETURN T0: R NAME -
. ’ v -
AFPTER MAILING ‘D)\nzn APPROVAL D AFTER REVIEW
[] arrernneconoma [ ]arven L .

DATE

FROM:

'

Sam Harric
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Memorandum

Subject:
From:
L ]
>
To: -
o
.
.
8
.
’ [}
L] »
I») -
I
.
‘A
N
vl
”h ‘:: '.. -
.‘ * o ’a
4 'P
e ) Iy’ e

"FRIC -

Aruitoxt provided by Eic:

\ lsossiblg discriminatory practices

Perry Stewart
Pers. Officer, OMS - Your Refgrence:
~ —
Sam Harris .
EEO
Yesterday Kate Jones, Chief of Printing and Forms in OMS, came in to see me about’ _

" denied promotional and training opportunities comparable to those given to male

U. S. CIVIL SERVICE COMMISSION . . o

' LABOR RELATIONS TRAINING CENTER
; .

) . Dates
- ( M&kr To:
s ;
/ i ) ‘

the. “ﬂagrant discriminatory practices in OMS.” She alleges that females in OMS are
employées.

- She showed me a petition with about 35-40 signatures whith she plans to send to the
Director. Near as I could tell the petition was signed from women not only in OMS but also
from OBLS and Opns I don’t know if she is serious about sending it to Adams, but I wanted
to alest you anyway.

. ¢ .,
: ’
.
. -1
v
1

| ~

-~ ’ ~ !
& . [
’ - » A ’ . - a
: 128 - '
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Memorandum ,

Subject:

From:

To:

U. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER
!

Kate Jones Date:

' In Reply Refer To:
Perry Stewart o ~4
Pers Off, OMS - ; Your Reference:

—
\ - v L

Jane Anderson . .
Labor Relations . .

*

The Steward in Printing and Forms.is giving Kate Jonés a bad time because she didn’t

consult with him before making overtime assignments. The contract doesn’tsay she has to

consult with him about overtime, but it does say she has the right to assign employees and to insure

the effictency of government operations. I told Kate she was well within her rights in not consulting with the
Steward. Am I correct?

16 , CMVILL o

oy




' . U. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

¢

¢ -

. ~
) MEMORANDUM
_ . OF CALL
/ 10
* Jane ) ‘
) [} YOU WERE CALLED 8Y—  [] YOU WERE VISITED BY—
Pete Hamilton
OF (Organization)
OBLS
. (X riease Al ——> ZOOAT
' [] WILL CALL AGAIN [] 18 WAITING TO SEE YOU
(] RETURNED YOUR cALL [[] WISHES AN APPOINTMENT
‘ MESSAGE
~ ' Pete Hamilton called while you ‘were out. He is havmg a
meeting Monday morning with all his branch chiefs to discuss
ways to keep the unions out of OBLS. (He mentioned some-
. thing about professionals being above union mvolvement)
“ . He wants to know if you can stop by for a few minutes and
~ talk to the group.
wo\t . .
RECEWES BV BATE HE
o . Tina .
g

“)
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ERIC

Aruitoxt provided by Eic
g

U. S. CIVIL SERVICE COMMISSION
LABOR RELATIONS TRAINING CENTER

-

UNITED STATES CIVIL SERVICE COMMISSION

ROUTING SLIP )
NOTE: Indicate Clecrance ond/er Apinvoll an Official File Copy (Yellow Tissue)
TO: NAME ’ ROOM
1 Jane Anderson :
2 »
, ’ -
4 -

YOUR INFORMA TION
NOTE AND FILE

APPROVAL OR CLEARANCE
YOUR SIGNATURE
COMMENT

,AS REQUESTED

PER CONVERSATION

NOTE AND RETURN
PLEASE SEE ME
PLEASE CALL ME

O0O00O0

OOOOEO0OE]

This memo from Kate Jones raises the kind of problem that only a labor
relations “expert” can solve. Looks to me like you people goofed when
you wrote that overtime provision in the contract. What kind of
answer should [ give Kate?

L 4

DRAFT
PREPARE REPLY FOR SIGNATURE OF - /
By
avrA -
Soa t
REMARKS:S -
Jane:

RETURN TO: NAME ROOM
A3
. . .
D AFTER MAILING [Jarven arrrovac D AFTER REVIEW
D AFTER RECORDING D AFTER :
DATE FROM
’ Bill Wilkes

R\

«
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‘ ' U. S. CiViL SERVICE COMMISSION - |
’ LABOR RELATIONS TRAINING CENTER

. Memorandum
N Subject: . Assignment of Overtime . ) . Date:
. . In Reply Refer To:

From: Kate Jones, Chief -
. Printing and Forms \ * Your Referonce:
~ N .
To: Bill Wilkes, Director

Office of Management S\;rvioes

3a

A problem has arisen between me and Tim Eldon, the union steward, about the way |
assign overtime. ‘

: A v

d ne For the past two weeks we have been hard pressed to get out all the printing that this
g . A ; A .
. department requires. The Office of Operations has in particular made several heavy

'demands upon our printing capabilities. The only way we can possibly meet these
K demands is by working overtime at nights and on Saturdays. é/\

In order to maximize the amount of work done during these overtime shifts, I have
been giving the overtime assignments to the most productive workers. In other words,
overtime goes to the “best qualified employee.” o
. " Tim Eldon insists that I should assign overtime equally among all employees. This
would be impossible without causing a significant reduction in the amount of work done.
’ . - +
Until I hear differently from yéu, I am going to continue my practice of assigning over-
time to the most productive workers.

v

K )
.
ERIC ° - " B
v ‘ . .
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. ’ \‘ ’ . .




/

. : ‘ U. S. CIVIL SERVICE COMMISSION
/ LABOR RELATIONS TRAINING CENTER

Memorandum

Subject: " Coffee Breaks Date:
- . In Reply Refer To:
From: “Bob Eakes, Chief
g . Procurement and Supplies . Your Reference::
. ~
To: Jane Anderson
Labor Relations

\

I've been having some problems in my branch with employees taking anywhere from
- 15 to 40 minute coffee breaks, instead of the 10 minute break they are supposed to
take. Naturally, this has really been hurting production. So, last week I told thém~
that I would tolerate no more than a 10 minute break and that anyone who took more
. than 10 minutes would get a letter of freprimand put in his official personnel folder.

The steward in'my branch, Don Willis, blew sky high when he heard this. He says that
employges have always taken about 20-25 minutes because it is impossible to order, pay
for, and drink a hot cup of coffee in only 10 minutes. He’s madder than a hornet because
1 didn’t consult with him first. ©o

The contract doesn’t say anything about coffee breaks, so do I have to consult with him?
I should have the right to crack down on abuses like this.

.
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‘ ' u. S, CIVIL SERVICE COMMISSION -
- ‘ LABOR RELATIONS TRAINING CENTER

MEMORANDUM ‘ " . »
. OF CALL ’ ‘
Y&
= . Jane
_ kGl YOU WERE CALLED BY—  [J] YOU WERE VISITED BY— .
L '
i - Pat Simpson, : -
« X
OF (Organizatian) - - , ~
. Opns J '
‘ Zk PLEASE CALL ——3> EHONE NO. ’
3 witL cALL AGAIN " [J 18 WAITING TO SEE YOU
-7 . (J mETURNED YOuR cALL (] WISHES ‘AN APPOINTMENT
—_ . WESSAGE - g ' —
SEA people are loitering in the hallways and taking up the
time of employees who should be working. Branch chiefs
, are trying to stdp this and*have had a couple near clashes .
with SEA people. She wants to know what she should do.
~ T
]
. P . ‘ ’
e L RECEIVED BY - DATE TIME
e i . . .
| Tiﬂﬂ
e - <
| - -
‘ — s
P —— - -
Y } ’ ’ !
i .
j ¥ -
I L3 :
e .
. . , , ] 3 4 A‘lj ) ( . ‘
) . , i
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